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ABSTRACT 
Traditionally, volunteerism has been deeply embedded in United States history 
with citizens showing a high level of social participation. In the United States there are 
60.8 million volunteers, however, the supply of volunteer labor has been insufficient to 
meet the demands of organizations with recent reports showing a decrease. Trends as far 
back as the 1980s indicated that budgetary constraints coupled with increasing demands 
makes volunteering the logical alternative to sustain service delivery. 
Many community, civic, and governmental organizations need and use volunteers 
to accomplish their missions. One of the greatest challenges, however, is ensuring that the 
volunteers remain satisfied and committed to continuously fill much needed positions in 
community programs. While volunteer recruitment and retention can have an enormous 
impact on an organization, the relationships among volunteer motives, satisfaction, 
organizational commitment and intention to leave have been cited as a deficiency in 
literature. 
The purpose of this non-experimental, quantitative, exploratory (comparative) and 
explanatory (correlational) research design was to answer research questions and test a 
hypothesized model about the characteristics of volunteers, organizational characteristics, 
motives for volunteering, satisfaction, and intention to leave Marion County government. 
The entire population of approximately 500 Marion County government volunteers 
located in Ocala, Florida, was invited to participate. The data producing sample consisted 
of 229 (response rate = 89%). 
A six-part survey was used to measure motives for volunteering, satisfaction, 
organizational commitment and intention to leave. Clary's et al. (1998) Volunteer 
Functions I~zverztory was used to measure motives for volunteering. An adaptation of 
Penner and Finkelstein's (1998) 3-item Satisfaction survey measured satisfaction. 
Organizational commitment was measured by Mowday, Steers, and Porter (1979) 
Orgarzizational Commitment Questionnaire (OCQ). Intention to Leave was measured 
using Weisberg's' (1994) 3-item survey. Varimax rotation was used to further establish 
construct validity of the VFI. This resulted in a 28-Item Volunteer Functions Inventory 
Revised scale consisting of 5 factors, Protective and Enhancement (9 items), 
Understanding (6 items), Values (4 items), Career (5 items), and Social (4 items). 
Exploratory factor analyses also resulted in a revised 2-Item Satisfaction scale, an &Item 
Organizational Commitment Questionnaire, and a revised 2-Item Intention to leave scale. 
Coefficient alphas resulted in good estimates of reliability of the scales used in the study. 
Hypotheses testing resulted in findings that: (a) Motives for volunteering (VFI 
Understanding and Values) are significant explanatory variables explained a range of 
12.4% to 13.2% of the variation of organizational commitment; (b) Motives for 
volunteering (VFI Understanding, Values, and Protective and Enhancement) are 
significant explanatory variables explained a range of 15.6 % to 16.4% of the variation of 
satisfaction; (c) Motives for volunteering (VFI Social) explained a range of 1.4% to 1.8% 
of the variation of intention to leave; (d) Characteristics of volunteers (age), motives for 
volunteering (VFI Social), and organizational commitment explained a range of 16.3% to 
17.5% of the variation of intention to leave volunteering in Marion County government. 
Although the Social function was found to be significant, this inconsistent with the 
findings of Clary et al. (1998) who found that the Social function was one of the less 
significant functions in a study of motives for volunteering of elderly volunteers. Future 
research should explain the relationships among volunteer motives, organizational 
commitment, satisfaction, and intention to leave on a broader scale in other government 
jurisdictions as well as a larger geographical area to strengthen the generalizability, and 
further psychometric evaluation of all scales used in this study should be conducted to 
examine the dimensionality of these scales. 
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CHAPTER I 
INTRODUCTION TO THE STUDY 
Introduction and Background to the Problem 
A recent report from the United States Department of Labor, Bureau of Labor 
Statistics confirmed that over 60 million people in the United States performed volunteer 
work during the one year period between September 2006 and September 2007. This 
may sound like an astounding number but it is actually a decrease of 2.2% in the 
volunteer rate from previous reports from 2003 through 2005. This is despite Walton's 
(2006) report that there was a reversing trend with recent estimates showing that 
volunteer rates surged in record numbers. This may be due in part to recent catastrophic 
events, such as September llth, Hurricane Katrina, and the Iraq war, coupled with 
economic downsizing. Young graduates who were interviewed described a desire to 
make an impact on world problems while helping themselves (Walton, 2006). 
Independent Sector ~ e s e k c h  (2005) showed the total dollar value of U. S. 
volunteer time for 2005 to be estimated at $280 billion yet, the percentage of American 
adults who volunteer decreased by 10% since 1989 with the total number of U.S. 
volunteers was a staggering 65.4 million. Globally, the figures sensationalize the effect of 
volunteering. It was estimated that 39% of the adult British population were committed 
to some voluntary activity at any one time, while in the United States the reported figures 
were even higher (Wilson & Pirnrn, 1996). 
As far back as the nineteenth century, Alexis de Tocqueville, a French author, 
attributed the stability of American democratic society to its citizens' natural inclination 
to volunteer (Ryan, Agnitsch, Zhao, & Mullick, 2005). In a November 2000 keynote 
speech, United Nations Secretary General Kofi Annan highlighted volunteerisms' 
beneficial affect on the world community. He summarized volunteers' characteristics by 
stating, "At the heart of volunteerism are the ideals of service and solidarity and the belief 
that together we can make the world better.. . .Their motivation can be summed up in one 
word: sharing. They share their time. They share their skills and talents. Above all, they 
share a human experience" (Annan, 2000, Speech section, para. 2). 
During an evaluation of the aspects of volunteering, Powers (1998) observed that 
"Volunteerism is a deep-seated tradition in the United States" (p. 4). However, Baker 
(1995) described the outlook for voluntary associations as "bleak", with a simple 
explanation that "people were more public-spirited in the past than they are today" (p. 5). 
While the U.S. "has a rich history of social participation, the supply of volunteer labor 
has always been insufficient to meet the demand" (Wilson & Musick, 1997a, p. 251). 
Ronald Kinnamon, an assistant national executive of YMCA, recognized a myriad of 
needs in volunteerism and listed numerous barriers to recruiting and retaining volunteers 
that merited acknowledgment by professionals (as cited in Winter, 1998). 
Trends as far back as the 1980s indicated that budgetary constraints coupled with 
increasing demands "by a widening range of human needs and a shrinking base of 
available resources" makes volunteering the logical alternative to sustain service delivery 
(Cnaan & Goldberg-Glen, 1991, p. 269). Many community, civic, and governmental 
organizations need and use volunteers to accomplish their missions. However, it is 
difficult to recruit and retain volunteers on an on-going basis to fill community program 
needs (Harris, 2005). While volunteer recruitment and retention can have an enormous 
impact on an organization, the relationships between perceptions, motives and 
satisfaction of volunteers and their respective recruitment and retention have been cited 
as a deficiency in literature (Bussell & Forbes, 2002; Clary et al., 1998; Finkelstein, 
Penner & Brannick, 2005). 
Retention of volunteers and turnover has been cited as a serious problem for 
groups dependent on volunteers to carry out their organizational missions (Skoglund, 
2006). The area of recruitment and retention of volunteers was identified in the Federal 
Election Commission's Report of Innovations in Election Administration as an ongoing, 
worsening, critical need that has threatened every jurisdiction in the country 
(Maidenberg, 1996). On the other hand, in Marion County, Florida, volunteers have been 
observed to fill many vital needs and represent a considerable social and economic 
contribution. The ability to recruit and retain volunteers to fill voids in the community 
may be a challenge with increasing numbers of voluntary associations and less public- 
spirited people than in previous years (Baker, 1995; Putnam, 2000). Relationships of 
satisfaction, commitment and intention to continue volunteering have been the subject of 
numerous studies (Clary et al., 1995; Davis, Hall, & Meyer, 2003; Hellman & House, 
2006; Penner & Finkelstein, 1998). 
The U. S. Department of Labor, Bureau of Labor Statistics defined volunteers "as 
persons who did unpaid work (except for expenses)" (News: Volunteering in the United 
States, 2007 section, para. 2). Numerous definitions of volunteering found in literature, 
identified volunteering as unpaid work taken on freely for individual or organizational 
benefit as a mutual characteristic (Ryan et al., 2005; Mutchler et al., 2003). Alternately, 
Omoto and Snyder (2002) describe volunteerism as "people choosing to help others in 
need" (p. 846). Types of volunteering include mutual aid or self help, philanthropy and 
service to others, participation, and advocacy or campaigning (Davis, 1999). 
Clary et al. (1998) describe "the defining and characteristic features of 
volunteerism as voluntary, sustained, and ongoing helpfulness" (p. 1517) with volunteers 
often seeking to help others, considering the amount of time for which they will commit, 
their degree of involvement and how their volunteer activity fits into to their own 
personal needs. Characteristics of volunteers include a wide range of socio-demographic 
traits such as (a) age, (b) gender, (c) race, (d) health, (e) income level, (f) educational 
level, and (g) religious and political affiliations with "diverse backgrounds with a range 
of experiences and skills" (Bussell & Forbes, 2002, p. 244). 
Organizational characteristics are the "basic characteristics of the work 
organization in terms of its size, (e.g. the number of employees), composition (e.g., the 
types and diversity of jobs performed), and complexity (e.g. the number or organizational 
levels or extent of hierarchy)." (Voydanof, 2007, p. 5). 
Bussell and Forbes (2002) expanded on the attributes of a volunteer, defining a 
volunteer within the context of where volunteering occurs, characteristics of who 
volunteers, and motives for volunteering. Motivational factors affecting volunteerism 
using the Volunteer Function Inventory (VFI) consists of six motives: (a) Values, (b) 
Understanding, (c) Social, (d) Career, (e) Protective, and ( f )  Enhancement (Clary et al., 
1998). Clary's et al. VFI was further expanded in research by Esmond and Dunlop 
(2004) to ten motives which included the addition of: reciprocity, recognition, self- 
esteem and reactivity. 
Satisfaction is "an important psychological outcome" (Rice & Frone, 1992, p. 
156). Job Satisfaction is defined by Locke in 1976 as an emotional reaction "that results 
from the perception that one's job fulfils or allows the fulfillment of one's important job 
values, provided that it is to the degree that those values are congruent with one's needs" 
(Ooi, Baker, Arumugam, Vellapan & Loke, 2005, p. 67). Satisfaction with volunteerism 
is defined as "a morale-enhancing affective state that is engendered by fulfilling one or 
more of this study's self-development, altruistic, and affiliation goals" (Nelson, Hooker, 
DeHart, Edwards, & Lanning, 2004, p. 116). 
Organizational commitment is defined by Porter et al. (1974) and Mowday et al. 
(1979) as "the relative strength of an individual's identification with and involvement in a 
particular organization" and "characterized by at least three factors: (1) a strong belief in 
and acceptance of the organization's goals and values; (2) a willingness to exert 
considerable effort on behalf of the organization; and (3) a strong desire to maintain 
membership of the organization" (Mowday et al, 1979, p. 225). 
Irztention to leave according to Weisberg (1991) is "considered a signal of 
quitting" (p. 4). Volunteer retention, a reciprocal term, is defined as making volunteers 
feel good about their assignment and themselves so they will continue to want to 
volunteer (Skodlund, 2006, p. 217). This definition has been used jointly with turnover, 
which essentially is the number of volunteers that leaves an organization and must be 
replaced. 
Purpose 
The general purpose of this exploratory (comparative) and explanatory 
(correlational) survey research is to examine the relationship among motives for 
volunteering, satisfaction, organizational commitment and intention to leave. The 
specific purposes of this study are as follows: 
1. To describe the volunteer's characteristics, governmental organization 
characteristics, motives for volunteering (values, understanding, 
enhancement, career, social, and protective functions), organizational 
commitment, satisfaction, and intentions to leave of government 
volunteers. 
2. To determine if there are significant differences in governmental 
organizational characteristics, motives for volunteering (values, 
understanding, enhancement, career, social, and protective functions), 
organizational commitment, satisfaction, and intentions to leave 
according to the characteristics of government volunteers. 
3. To determine if there are significant differences in the characteristics of 
Marion County volunteers, motives for volunteering (values, 
understanding, enhancement, career, social, and protective functions), 
organizational commitment, satisfaction, and intentions to leave 
according to governmental organizational characteristics. 
Definitions of Terms 
Volunteer Characteristics 
Theoretical Definition 
The collection of volunteer demographic data provides information about the 
group of people being surveyed. This study follows the U.S. Census Bureau (2000) use 
of demographic categories of age, gender, race, and ethnicity to report demographic data. 
Operational Definitio~z 
Volunteer Characteristics (attribute variables), were measured using nine 
dichotomous, multiple choice, rating scales, and fill in the blank items comprising Part I 
of the Volunteer Survey. The nine items are as follows: (a) age in years (fill in the 
blank); (b) gender (dichotomous); (c) marital status (multiple choice); (d) race (multiple 
choice); (e) ethnicity (dichotomous); (f) Education level (rating scale); (g) Employment 
status (multiple choice); (h) Volunteer Experience (fill in the blank) and (i) Volunteer 
Frequency (rating scale). (See Appendix A, Part 1). 
Organizational Characteristics 
Theoretical Definition 
Organizational characteristics include the traits which provide information 
pertaining to the identity of the organization. These characteristics include the name of 
the organization, the type of service provided, and its organizational mission (Jackson, 
Schuler, & Rivero, 1989) 
Operational Definition 
Organizational characteristics are comprised of traits, which identity the 
governmental organization including the department, type of service, and the role of the 
volunteers. These characteristics are measured by multiple choice items (Department and 
Type of Service, Role of volunteer). (See Appendix A, Part 2). 
Volunteer Motives 
Theoretical Definition 
Clary et al. (1998) proposed that the "the defining and characteristic features of 
volunteerism as voluntary, sustained, and ongoing helpfulness" merited inquiry of "the 
motivations that dispose individuals to seek out volunteer opportunities and sustain their 
involvement in volunteerism over extended period of time" (p. 1517). 
Operational Definition 
Volunteer motives are measured using the Volunteer Function Inventory (VFI) 
which consists of six motives: Values, Understanding, Social, Career, Protective, and 
Enhancemerzt (Clary et al., 1998). The VFI instrument consists of 30 items with 5 items 
assessing each of the six functions of Values, Understandirzg, Social, Career, Protective, 
and Enhancement where respondents rate the importance or accuracy of their reasons for 
volunteering using a 7-point rating scale. (See Appendix A, Part 3) 
Satisfaction 
Theoretical Definition 
Scholars have discussed satisfaction in many different contexts within the 
disciplines of sociology, psychology, human resources management, and organizational 
behavior (Finkelstein et al., 2005; Nelson et al., 2004; Tett & Meyer, 1993). Satisfaction 
has been described as "a morale-enhancing affective state" that fulfilled one of the self- 
development, altruistic, and affiliation goals of Nelson, Hooker, DeHart, Edwards, & 
Lanning's study (2004, p. 116). Finkelstein and Penner (2005) defined satisfaction in 
view of the functional theory, which maintains that individuals volunteer "to satisfy one 
or more needs or motives" (p. 403). 
Operational Definition 
Satisfaction is measured using three items adapted from Penner and Finkelstein 
(1998), 5-point Likert scale. (See Appendix A, Part 4). 
Organizational Commitment 
Theoretical Definition 
Meyer and Allen (1991) defined commitment "as a psychological state (with an 
appropriate modifier, where necessary, to identify the nature of the psychological state) 
(p. 63). Mowday, Steers and Porter (1979) defined organizational commitment "as the 
relative strength of an individual's identification with and involvement in a particular 
organization" (p. 226). The strength of this identification being so strong, that it involves 
the individual's giving of themselves and possibly foregoing "alternative courses of 
action" (Mowday et al., 1979, p. 225). Organizational commitment is defined as "an 
individual attitude that reflects one's identification with and involvement in a particular 
organization" (Fiorito, Bozeman, Young, & Meurs, 2007, p. 188). 
Operational Definition 
Mowday's et al. (1979) Organizational Commitment Questionnaire (OCQ) 
contains 15 items, 6 of which are reverse scored and negatively phrased, which measures 
the volunteer's identification with the organization (Mowday et al., 1979; Nelson et al., 
2004; Davila & Chacon, 2003). (See Appendix A, Part 5). 
Intention to Leave 
Theoretical Definition 
Inte~ztioiz to leave has been used to describe a person's turnover intention and is 
the inverse of intent to remain. Intention to leave has been found to have a strong 
correlation with satisfaction and organizational commitment and is a predictor of 
turnover (Mitchell, Holton, Lee, Sablynski, & Erez, 2001; Pack, Roessler, Turner, & 
Robertson, 2007). 
Operational Definition 
Intention to leave volunteering is measured using a 3-item Intention to Leave 
scale developed by Weisberg (1994). The scale uses 3 questions to measure the intent to 
leave the organization within a 12-month period. (See Appendix A, Part 6). 
Justification 
Motivation and retention of volunteers are important to all types of organizations 
worldwide (Snyder, Omoto & Crain, 1999; Strigas & Jackson, 2003). Organizational 
commitment of volunteers is vital to organizations that are in search of innovative ways 
to supplement their human capital during times of budgetary constraint (Cnaan & 
Goldberg-Glen, 1991; Harris, 2005). Intention to leave may be related to satisfaction, 
motives and organizational commitment (Fiorito et al., 2007; Meyer & Allen, 1991; 
Weisberg, 1994). 
The justification of the study was its significance and the extent to which this 
topic was researchable and feasible. There are few empirical studies regarding volunteer 
retention, motives, and organizational commitment in a government setting (Gazely & 
Brudney, 2005). Volunteer utilization within government entities will grow in 
importance as a result of dwindling local budgets and increased reliance on volunteerism 
as a source of free labor for survival (Greenslade & White, 2005). The study contributes 
to the body of scholarly knowledge on motivation, satisfaction, organizational 
commitment and intention to leave as a volunteer (Mowday et al., 1979). The study was 
researchable because the concepts of theoretical framework and hypotheses could be 
measured and tested. The study was feasible since it could be implemented in reasonable 
time, the accessible population was available, and the costs and time were manageable. 
Delimitations and Scope 
This study had the following delimitations: 
1. The geographic setting was confined to Marion County, Florida. 
2. The study was restricted to Marion County, Florida, government volunteers. 
3. The target population was limited to Marion County volunteers who are 
present in an organized volunteer meeting or at their assigned volunteer work 
location on the dates of data collection 
4. The study included participants who were at least 18 years of age. 
5. The participants were able to speak, read, and write English. 
Chapter I provided an introduction to the study about volunteer motives, 
satisfaction, organizational commitment and intention to leave as a volunteer in Marion 
County government. This introduction section discussed the importance of motives, 
satisfaction, organizational commitment and intention to leave as measures of retention. 
The purpose of the study was described. Theoretical and operational definitions were 
defined for each variable. Delimitations of the study were identified. The study was 
justifiable since it was significant, researchable, and feasible. 
dentifie 
Chapter I1 provides a literature review, theoretical framework, research questions, 
and hypothesis i d for the study. Chapter 111 discusses the research design, 
~pulation, sam] ~lan and setting, eligibility criteria and exclusion criteria, 
instrumentation, p l ~ ~ ~ u ~ r e s ,  and methods of data analysis. Chapter IV provides the final 
data producing sample, psychometric evaluation of measures, answers to research 
questions, and th s of the research hypotheses. Lastly, Chapter V discusses 
summary and ii ations, practical implications, conclusions, limitations, and 
recommendations Ior rurure study. 
CHAPTER I1 
LITERATURE REVIEW, THEORETICAL FRAMEWORK, RESEARCH 
QUESTIONS, AND RESEARCH HYPOTHESES 
Literature Review 
The subject areas of motivation, satisfaction, organizational commitment and 
intention to leave volunteerism, have been addressed within the fields of social science, 
human resource management, consumer behavior, marketing, leisure research, 
philanthropy, organizational behavior, psychology, and public administration. More 
specifically, "the processes that initiate and sustain volunteering" (Finkelstein, Penner, & 
Brannick, 2005, p. 403) such as motivation, fulfillment and satisfaction, have been 
examined by numerous researchers in the field of social psychology. However, the 
questions of what motivates individuals to volunteer, what satisfies them, how committed 
they are to the organization, and how long they intend to remain, are all important to 
managers who rely on their continued commitment for achievement of their operational 
goals. 
Volunteerism: An Overview 
Volunteering has been defined in numerous scholarly publications but shares a 
common thread in that it is unpaid, the value of the act exceeds the compensation 
received by the donor, benefits an individual or organization and is taken on freely 
(Mutchler et al., 2003; Ryan et al., 2005). Behavior is not bio-socially determined, 
economically required, socio-politically mandated; however, the volunteer receives 
psychological benefits greater than any return for their participation (Brown, 1999). 
While other researchers agreed with the broad definitions of a volunteer, they 
took into account the limitations of such a definition and focused on different 
understandings of the volunteer activity based upon global perceptions (Hankinson & 
Rochester, 2005). Clary et al. (1998) proposed that the "the defining and characteristic 
features of volunteerism as voluntary, sustained, and ongoing helpfulness" merited 
inquiry into "the motivations that dispose individuals to seek out volunteer opportunities 
and sustain their involvement in volunteerism over extended period of time" (p. 1517). 
Whereas in the United States voluntary activity may involve public service altruism, the 
remainder of the world may view volunteerism as a collective action that addresses a 
common problem. In summary, volunteering can mean different things to different 
people ranging from donation of time for common good to providing assistance during 
emergency situations (Bussell & Forbes, 2002, p. 246). 
Types of Volunteering 
In 1999, responding to a request from the Japanese government to address the 
importance of volunteering for social development, the United Nations commissioned the 
Institute for Volunteering Research to explain the diverse definitions. As such, in a 
background paper for discussion, Davis (1999) identified four distinctive types of 
volunteering: 
1. Mutual aid or self help - groups of people with common problems or 
challenges come together with a common purpose. In many parts of the world 
this type of volunteering provides the main system of social and economic 
support for a majority of the population. 
2. Philanthropy and service to others - most commonly thought of as 
volunteering, generally involves an organization that provides services to a 
third party, this type of volunteering is most frequently found in more 
developed societies. 
3. Participation - involvement in political, decision-making or governance 
process through honorary office or community sector is found in all countries, 
although it is most developed in advanced democracies and those countries 
with a strong tradition of civic society. 
4. Advocacy or campaigning - collective action as a catalyst to initiate or 
prevent change. Some campaigns are localized while others are global. 
Campaigns range from local legislative agendas to environmental and human 
welfare concerns (Section 2: A Typology of Volunteering section, para. 3). 
Historical Development of Volunteerism 
Alexis de Tocqueville, 1835 (1969) studied the evolution of the first fifty years of 
United States society and believed that the citizens' mores and habits were the key to 
maintenance of a democracy. Braun and Williams (2002), Putnam (2000), and Ryan et 
al. (2005) agreed with Tocqueville that moral voluntary associations were a foundation of 
society in the United States. "The idea that an individual would make significant personal 
sacrifices for another person, particularly when that person is a stranger, has long 
fascinated students of social behavior" (Clary et al., 1998, p. 1516). 
For centuries social scientists have studied intrinsic and extrinsic motivational 
behaviors. Maslow's hierarchy of needs theorizes that when a person's basic needs 
(physiological and safety) are met then the person matures to the level of growth needs 
(loving, belonging, self-esteem and self-actualization). Wilson and Pimm (1996) 
observed the need for appreciation and recognition as possible motivations which are in 
line with Maslow's theory. Clary et al. (1998) used functional analysis to study the 
reasons, purposes, plans, and goals of individuals and how their personal and social 
functions were served by involvement in volunteer activities. Yeung (2004) described 
individual motivation as the "core of the actualization" and used it as the basis for 
phenomenological analysis of her volunteer research (p. 21). 
Modern day companies have found ways to respond to "increasing social 
pressure" and have implemented innovative ways to develop "corporate-social- 
responsibility (CSR)" programs (Anonymous, 2002, p. 14). Corporations such as KPMG 
International, a Swiss cooperative, found that not only does volunteering give their 
employees the opportunity to broaden their skill sets, which in turn they may apply to the 
challenges of their own job, but it also increases motivation while decreasing staff 
turnover and enhancing corporate reputation. Boston College's Center for Corporate 
Citizenship reported that "68 percent of companies have increased their investment in 
corporate citizenship over the past two years" (Baltes, 2006, p. 3). Baltes (2006) reported 
that employees who volunteer in companies such as Bankers Tmst, Wellmark Blue Cross 
and Blue Shield, and Principal Financial Group have better performance at work, 
"making corporate volunteer programs good for business and the community" (p. 3). 
Essentially their research focused on the individual's motives for helping (Clary 
& Snyder, 2000). They identified six major constructs of motivational functions which 
are clearly defined that may be affected by volunteering: Values, Understanding, Career, 
Social, Protective, and Enhancement. 
Functional Approach Theory 
Clary and Snyder's functional theory approach and Volunteer Functions Inventory 
(VFI) model is a predominant theory with social utility used to understand and assess the 
motivations of volunteers. The theory has strong empirical support and is used by 
researchers to explain interrelationships amongst motivational functions. Their theory is 
frequently referenced in current scholarly literature and scholarly inquiries as well as in 
numerous studies examining motivation and satisfaction. The knowledge gained utilizing 
the functional approach theory and VFI includes recruitment and sustained volunteer 
retention as a result of identification of motives. 
Most studies reviewed support the empirical validity of Clary and Snyder's 
functional approach theory. However, the following areas were identified by Houle et al., 
(2005) as possible areas for future research: 
1. How do volunteers and their VFI scores relate to their task selections as 
well as their task preferences? 
2. What is the relationship between messages used to recruit volunteers 
that differentiate between genders and the Values and Understanding 
functions? 
3. How do individual's needs and motives relate to volunteer service tasks 
that afford opportunities to fulfill those needs and motives and 
correlation with sustained volunteerism? 
Clary and Snyder's (1991) functional approach theory is current and applicable 
across all settings and can be a valuable simplistic tool for volunteer organizations to 
initiate and sustain volunteers. The strength of the theory is in its social congruence and 
discrimination. Functional theory "suggests that volunteers whose motivational concerns 
are served by their participation would derive greater satisfaction than those whose 
concerns are not met" (Clary & Snyder, 1999, p.158). Key limitations lie in the ability 
to match the volunteer's identified motives with actual tasks to be performed within 
limiting environments. During the review of literature, most studies were limited by the 
sample of volunteers and their choice to participate in the study. More longitudinal data 
study should result in more definitive conclusions pertaining to motivation and 
satisfaction (Finkelstein et al., 2005). 
Fletcher and Major (2004) utilized the functional approach theory and the VFI in 
a comparative study of medical students to assess possible volunteer motives according to 
gender to determine recruitment strategies for volunteerism. Their review of previous 
literature found conflicts in studies related to gender differences. Chapman and Morley, 
1999, Switzer et al., 1999, and Okun, Barr and Herzog, 1998, concurred that females 
scored higher in most VFI functions than their male counterparts in varying populations 
(Fletcher & Major, 2004, p. 110). 
Penner and Finkelstein's 1998 research found that contrary to previous research, 
men rated higher in altruistic motives in an AIDS population study than did women 
(Fletcher & Major, 2004). Their research entailed a profile analysis of the data to 
compare VFI score of males and females. They concluded that a significant gender 
difference existed in motives to volunteer and that females rated the VFI motives higher 
than men possibly "consistent with social role theory" (Fletcher & Major, 2004, p. 109). 
Although females rated Values and Understanding higher than males, their profile 
analysis showed similarities in the motives of Social and Career and differences in the 
order of Enhancement and Career. 
The study results suggested that the same recruitment messages may be effective 
regardless of gender as long as they reinforce the Values and Understanding functions. 
However, once a person makes the decision to volunteer, their "commitment to the 
organization and the community increase over time" (Fletcher & Major, 2004, p. 109). 
Their study was limited to a small convenience sample limiting generalizability. Fletcher 
and Major (2004) recommended that further research be conducted in the area of gender 
differences to determine why men rate Enhancement and Protective functions lower than 
women. Additional research should be conducted in non-volunteer settings. 
Clary et al. (1998) developed the Volunteer Functions Inventory (VFI) to provide 
an understanding of the motivations of a volunteer and to measure those motivations 
reliably and validly. In developing the instrument, the researchers pulled samples from 
diverse populations, used several studies to assess reliability, and tested the VFI's 
functionality in each stage of the volunteer process: recruitment, satisfaction with the 
experience of volunteering, and commitment to the role of volunteer. VFI provides a tool 
to assess each of the six functions (motives for volunteering): Values, Understanding, 
Career, Social, Protective, and Enhancement. Prior to Clary and Snyder's development 
of the VFI, empirical literature regarding motivational processes was scarce and reflected 
conceptual and methodological concerns without theoretical grounding (Clary et al., 
1998). 
The VFI instrument consists of 30 items with 5 items assessing each of the six 
functions of Values, Understanding, Career, Social, Protective, and Enhancement where 
respondents rate the importance or accuracy of their reasons for volunteering using a 
Likert scale ranging from 1 (not at all important/accurate) to 7 (extremely 
important/accurate), thus the items with higher scores are reflective of greater importance 
for the motivation (Appendix A). Clary et al. (1998) performed a series of 6 studies to 
investigate and assess the VFI reliability and validation during the recruitment, 
satisfaction and commitment stages of the volunteer process. Construct validity was 
established through factor analysis of the VFI structure and by assessing convergent 
validity. Significant efforts were made to produce high quality data by utilizing diverse 
sampling of both volunteer and non-volunteer populations, field and laboratory methods 
of data collection and testing and retesting of respondents. 
In an initial study to estimate reliability of the VFZ, data were collected from 467 
(321 females, 144 males) active participants from five organizations in the 
MinneapolisISt. Paul area volunteering in a wide range of organizations (children 
services, families of cancer patients, social service and public health clients, blood 
services and disaster relief). Exploratory factor analyses confirmed the six functions, 
although one exception occurred in the Enhancement subscale where Item 29 loaded on 
the Understanding subscale. Internal consistency reliability was estimated by 
Cronbach's alpha coefficients for each of the VFI subscales and included .80 for Values, 
.81 for Protective, .83 for Understanding, .84 for Social, and .89 for Career. 
A second more diverse study was conducted of 535 students (269 females, 265 
males) attending an introductory psychology course from University of Minnesota. 320 
self reported as volunteers and 213 had no volunteer experiences. Those with previous 
volunteer experience responded using a 7-point Likert scale (ranging from 1 = not at all 
important/accurate to 7 = extremely importantlaccurate), the importance of possible 
reasons for volunteering, while those with no experience were asked how important it 
would be potentially if they were to volunteer. As in the first study, exploratory factor 
analyses were used. The six functions loaded on their predicted factor, although Item 29 
from the Enhancement subscale loaded on Understanding, and Item 15 from the Career 
subscale also loaded on Understanding. Internal consistency was estimated for each of 
the functions with Cronbach's alpha ranging from a low of .82 for Protective to .85 for 
the Career, and Enhancement functions. Coefficients of congruence between the two 
studies to establish a statistical measure of coincidence between the samples indicated 
high relationships (Career, Social, and Protective = .98; Understanding = .97; Values = 
.94; Enhancement = .93) and thereby established construct validity Additionally, the 
coefficients of congruence were computed between the two subgroups in the second 
study and the levels ranged between .97 (Career) and .93 (Enhancement) in the group of 
student with volunteer experience to .97 (Social) to .74 (Enhancement) for the non- 
volunteer students. This evaluation suggested convergent validity since the factor 
structures and motivational factors were similar regardless of the phase of the volunteer 
process. 
A third study consisting of two waves, four weeks apart for 65 students 
consisting of 41 females and 24 males, 13 actively volunteering, 27 previous volunteers 
and 25 non-volunteers was conducted to estimate the reliability of the scales. A test- 
retest correlation resulted in the following coefficients: .78 (Values), .77 (Understanding 
and Enhancement), .68 (Social and Career), .64 (Protective)) with p values < ,001 these 
provided fair estimates of stability over a one month period. Study 4 investigated the 
relationship between advertisement and participant's responses for personal motivation 
on the VFI scales as significant predictors for persuasiveness of study brochures. 
In a non-experimental field test of current older hospital volunteers (mean age=70 
years), Study 5 tested the volunteers' satisfaction using three 7-point Likert scale items 
for the 6 functions with Cronbach's alpha ranging from .75 to .89 providing good 
estimates of the instrument's internal consistency. Satisfaction and personal fulfillment 
were measured using six 7-point Likert items (ranging from 1 = not at all 
important/accurate to 7 = extremely important/accurate) Questions included "How much 
did you enjoy your volunteer experience?' 'How personally fulfilling was your volunteer 
experience?' 'How worthwhile was your volunteer experience?' 'How important was 
your contribution to the program?' 'To what extent did you accomplish some 'good' 
through your work?' and 'Based on your experience, how likely are you to volunteer for 
this program in the future?" (Clary et al., 1998, p. 1524). 
Respondents' scores were coded and a contrast analysis was performed of the 
satisfaction scores as a function of volunteer's scores on each VFI scale and their scores 
on the VFI functions. Their findings showed that volunteers for whom a function was 
highly important and perceived greater benefits from that function were more satisfied in 
their volunteering than those who did not receive as much in benefits and perceived the 
related function with lower importance. Two items (Values and Enhancement) that were 
expected to have the "greatest importance for the sample" had the strongest significance, 
while the remainder (Understanding, Protective, Social, and Career) were "marginally 
significant" (Clary et al, 1998, p. 1525). Clary's et al., (1998) study results supported 
their hypothesis that "functionally relevant benefits are directly related to the quality of 
the experiences of volunteers" and satisfaction with volunteer activity is dependent on the 
match between an individual's motivational goals and fulfillment of the goals (p. 1525). 
Clary's et al. (1998) Study 6 replicated and extended the results of Study 5 and 
examined motivations for volunteering and continued commitment and involvement in 
volunteerism. They utilized a sample of 177 females and 192 male students of a 
mandatory community service course at a University in Minnesota. At the beginning of 
their course, participants completed the 30-item VFI along with demographic and 
attitudinal questions. Twelve weeks later a follow-up survey measured their perception 
of benefits, satisfaction and their commitment to continue as a volunteer. Satisfaction 
was measured by 3 items, with 7-point Likert-scale responses (l=not at all accurate to 7= 
extremely accurate). "On the whole, the volunteer experience was positive for me," "I 
was personally very satisfied with responsibilities given to me at the site" and "I don't 
think I got anything out of the volunteer experience program". Internal consistency was 
validated by Cronbach's alpha of .74. Short-term intentions were measured by asking: "I 
will work at the same site next semester" and "I will volunteer somewhere else next 
semester". Long-term intentions were measured using 3 items: "I will be a volunteer 
year from now", "I will be a volunteer 3 years from now", and "I will be a volunteer 5 
years from now". Responses were averaged together and internal consistency was a 
Cronbach's alpha of 38.  Construct validity was established with results indicating that 
volunteers whose primary motivations were met were satisfied and intended to remain 
committed as short and long-term volunteers. 
In a study done by Omoto and Snyder (1995), satisfaction with volunteerism was 
found to be related to longevity of service among volunteers, while Clary et al. 1991 
found a positive relationship between volunteering and commitment to continue 
volunteering. The convergent validity of this research has potential uses for 
organizations that utilize volunteers by providing the ability to assess volunteer's 
motivations and thus allowing use of the findings to strategize the promotion of the 
organization for recruitment of future volunteers (Clary et al., 1998). They further found 
that volunteer coordinators could utilize the VFI to match volunteer motivations to their 
volunteer opportunities to minimize turnover (Clary et al., 1998). Penner and 
Finkelstein's (1998) empirical findings correlated satisfaction with length of service and 
time spent volunteering. 
Houle et al. (2005) examined the relationship between motives for volunteering 
and their preference for tasks having benefits that match their motivational needs using 
the VFI. In this study, the researchers found that the "volunteer tasks satisfy the motives 
differentially and that particular tasks evoke different motives" (Houle et al., 2005, p.342) 
In another study, the researchers examined whether individuals perceive certain tasks to 
satisfy certain motives before engaging in the task and confirmed their hypothesis. This 
confirmed propositions in Clary's et al. functional theory "by demonstrating that 
individuals prefer tasks with benefits that match their important motives" (Houle et al., 
2005, p. 343). 
Clary and Snyder's functional approach model utilizing the Volunteer Function 
Inveiztory has applicability to multiple disciplines and a wide variety of diverse forms of 
volunteering (universities, children services, healthcare, disaster relief, and online 
panels). It has been used to measure motivations of different age levels. It also has 
applicability in different practice environments and cultures, such as Daugherty's et al. 
(2005) study of online panel participants in web-based research which utilized functional 
theory of attitude to explain motivations of volunteers. Finkelstein et al. (2005) utilized 
functional theory to study motivations of individuals engaged in hospice volunteer work 
and examined predictors of volunteer participation finding a strong correlation with 
motives for volunteering. This theory is socially significant addressing issues in the areas 
of motivation and satisfaction. The functional approach theory is useful in explaining the 
relationships between volunteer motivation, satisfaction, and commitment to continue 
volunteering (Clary et al., 1998; Finkelstein et al., 1998). 
Integrated Theory of Volunteerism 
Wilson and Musick (1997b) developed their integrated theory of formal and 
informal volunteer work on three major premises: that volunteer work is "(1) productive 
work that requires human capital, (2) collective behavior that requires social capital, and 
(3) ethically guided work that requires cultural capital" (p. 694). Their final premise is 
that there is an interrelationship between different types of volunteering. They set out in 
their research to identify resources that expanded previous definitions of a volunteer and 
included both formal and informal volunteerism and to explore the relationship between 
different types of volunteer work and age, gender and race. 
Wilson and Musick (1997) considered the following exogenous factors: age, 
gender and race; and the following endogenous factors: human capital, social capital and 
cultural capital in their study. Human capital is made up of the resources enabling a 
person to engage in productive activities. Social capital is the person's social networks 
and are a basis for collective action and provide information, foster trust, set guidelines 
and create obligations thus "increasing the likelihood of volunteering" (St. John & Fuchs, 
2002, p. 399). Social capital is identified as a measure of social interaction, meaning the 
larger the size and strength of the social network the greater the likelihood that people 
will learn of a volunteer opportunity. Cultural capital stems from "the belief that it is 
important to give of oneself to others or to a cause" (St. John & Fuchs, 2002, p. 399) and 
as such, religious behavior was considered as a predictor of cultural capital by Wilson 
and Musick (1997b). 
Wilson and Musick's theory is socially significant because it addresses essential 
issues about formal and informal volunteering in the discipline of social science. While 
previous studies had explored the role of factors on different types of capital, their goal 
was to clarify the relationship between the variables required for volunteering and how 
the factors are related to the different types of volunteer work. Their study was among 
the first "to assess their separate impacts on formal and informal volunteer work 
simultaneously and to estimate the reciprocal effects of different kinds of volunteer 
work" (Wilson & Musick, 1997, p. 709). 
Wilson and Musick's integrated theory does not solely discriminate for one 
discipline but has applicability to more than one discipline disciplines and a wide variety 
of diverse forms of volunteering (universities, children services, healthcare, disaster 
relief, online panels etc.). It can also be used to measure motivations of different age 
levels. It is socially significant in addressing essential volunteerism issues, and has social 
utility in providing direction in different practice environments and cultures, such as St. 
John and Fuchs' (2002) study of volunteers supporting the relief effort after the bombing 
of the Murrah Federal Building in Oklahoma City. 
St. John and Fuchs (2002) utilized the integrated theory of volunteer work to 
explain variations in volunteering after a disaster making it socially congruent with a 
variety of societal situations. According to St. John and Fuchs (2002), Wilson and 
Musick applied their theory to volunteer work to the course of normal events (p. 398). 
Although skeptical about the theory, they found it provided a useful framework for 
organization of their research and it was useful in explaining the differences in 
volunteering in a disaster situations. 
Wilson and Musick (1997) identified the relationship between formal and 
informal volunteer work as a gap. They found that more studies are needed regarding 
how people serve apprenticeships for volunteer work, the moral and practical education 
that is required and who their teachers and role models are. Additionally, Wilson and 
Musick (1997) found that more rigorous testing "of the proposition that volunteering is 
contingent whereas helping is obligatory" should be performed to tie the "supply factors" 
to specific volunteer behaviors (p. 712). 
An empirical study by Wilson and Musick (1997b) led to testing of relationships 
among the variables of the resources required for volunteer work, i.e. human (education, 
family income, functional health, chronic illness), social (number of children in the 
household, informal social interaction) and cultural (values helping, prayer and church 
attendance) capital. Their analysis used data from a panel survey titled Americans' 
Changing Lives using a "multistage stratified area probability sample of persons 25 years 
of age and older" from the contiguous United States (Wilson & Musick, 1997b, p. 702). 
Participants were interviewed in their homes using surveys in two waves. A volunteer 
index was constructed by summing up the types of volunteer work performed by 
respondents into four categorized areas. Volunteer hours were measured with midpoints 
assigned to five categories ranging from zero to 200 hours. Informal helping hours were 
also reported in the same manner. Human capital was accounted for in school years 
completed ranging from 0 to 17. Social capital was measured using an index with a 
range of 0 to 7 describing the respondent's interaction with family and friends. Cultural 
capital was rated on a 1 to 4 semantic differential scale on the basis of whether or not the 
respondent's agreed with questions pertaining to church attendance and their habits 
pertaining to prayer based on a variable range from 1 to 5. Background information 
relating to age, gender and race were also reported. 
Demographic characteristics were found to have "a positive direct effect on 
formal volunteering but a negative direct effect on religiosity" (Wilson & Musick, 1997b, 
p. 710). Volunteering and helping were measured by combining the volunteer index with 
volunteer hours and by combining the helping index with the helping hours measured. 
The high correlation between income and education were used to create a latent construct 
for socioeconomic status. Similarly, the high correlations between prayer and church 
attendance were used to create the latent construct for religiosity. The negative 
correlation between functional health and chronic illness were used for the creation of the 
functional health construct. 
A positive correlation was found between social ties and formal volunteering 
consistent with findings reported by Batson, Schoenrade, and Ventris in 1993 (Wilson & 
Musick, 1997b, p. 710). According to Wilson and Musick, (1997) religiosity did not 
affect the likelihood of helping, but was found to increase the likelihood of participation 
through institutional channels. 
Li and Ferraro (2006) also utilized 1986 data from the Americans' Changing 
Lives study to measure endogenous variables of volunteer work, depressive symptoms, 
and functional limitations to study the relationship between volunteering and health in 3 
waves of testing. A similar measure to Wilson and Musick's (1997) was used to form the 
volunteer latent construct, combining the types of volunteer work and number of hours 
spent as a volunteer. The Volunteer Index was constructed from the summary of the 5 
types of volunteer work performed by the respondent: 0 = no volunteer participation, 1 = 
church, synagogue or other religious organization, 2 = school or educational organization, 
3 = political group or labor union, 4 = senior citizen group, and 5 = other national or local 
organization. The number of hours spent by respondents volunteering during the past 
year was used to report volunteer hours with 0 = no volunteer participation, 1 = 1-19 
hours, 2 = 20-39 hours, 3 = 40-79 hours, 4 = 80-159 hours, and 5 = 160 hours or more. 
The correlations of the volunteer index and volunteer hours were consistently strong 
through the three waves of testing providing high estimates of internal consistency. 
Exogenous variables of chronic conditions, formal social integration, informal 
social integration, self esteem, social roles and status characteristics were also measured. 
Formal meeting attendance and religious meeting attendance were used to measure 
formal social integration. The questions "How often do you attend meeting of groups, 
clubs or organizations you belong to?" and "How often do you usually attend religious 
services?" were each coded into 6 categories: 1 = never, 2 = less than once a month, 3 = 
about once a month, 4 = 2 or 3 times a month, 5 = once a week, and 6 = more than once a 
week. Informal social integration was constructed as the mean of the responses to (1) the 
frequency of how often the respondent spoke to friends, neighbors, or relatives on the 
telephone, and (2) how often they got together with friends, neighbors, or relatives. The 
responses were coded from 1 = never to 6 = more than once a day for the first item, and 1 
= never to 6 = more than once a week for the second. 
Volunteer Process Model 
Through a series of theoretical analyses and empirical studies, Omoto and Snyder 
(2002) developed a conceptual model referred to as the Volunteer Process, which 
identified three sequential stages in volunteering that unfold over a period of time: 
antecedents, the volunteerism experience itself, and the consequences of volunteerism. 
Their description of antecedents included the motivations of an individual that led to their 
involvement in volunteer work and their subsequent retention. The volunteerism 
experience is inclusive of the assignment of the volunteer, their role, performance, 
compensation, and their relationship within the agency, satisfaction, stigmatization, and 
the social network. Consistent with and similar to the functional approach, the theory 
accounts for attitudes and motivation of the volunteer. This theory also assumes that 
individuals may volunteer in the same activity but for different reasons thus fulfilling 
different motives for their involvement in the activity which may unfold over time. 
Lastly, the consequences stage focuses on changes that take place in volunteers; attitude, 
knowledge, and behavior resulting from their service. 
This model further clearly identifies three levels of analysis embedded within the 
context of a specific target community assuming that communities may vary due to 
prevalent community standards and civic participation. The model is socially significant 
addressing essential issues of the volunteer process in the discipline of psychology. Its 
social utility provides a conceptual framework for organizing work in the field of 
volunteerism and helps in identification of issues for further study. It is a well developed 
guide to the volunteer process. 
Their research showed potential interactions between the stages and levels of 
analysis within the model and possible connections between volunteers, the organizations 
and their relationship to community. This model was used for empirical research on 
volunteer service programs in the United States responding to HIV and AIDS. Omoto 
and Snyder's research is frequently referenced in other literature, has social congruence, 
is well received among researchers across various disciplines, and has been validated in 
other studies (Fuentes & Jimenez, 2000). Future development of the model may include 
further empirical research pertaining to the interrelationship of the stages of volunteerism. 
Omoto and Snyder (2002) used exploratory and confirmatory factor analytic 
techniques in multiple longitudinal surveys to identify motivations for AIDS 
volunteerism. The researchers measured community motivation during the different 
stages of the volunteer process using longitudinal and cross sectional designs using data 
from diverse populations, including volunteers and non-volunteers. 
A measure of community and the antecedents of volunteerism stage was taken by 
asking volunteers to rate their motivations for volunteering using a 7-point scale (Where 
1 = not at all important to 7 = extremely important). Questions included, "To help 
members of the community affected by AIDS", "Because I consider myself an advocate 
for communities affected by AIDS", and "To get to know people in communities affected 
by AIDS", and were consistent with prior research with a relatively high mean rating of 
3.91. 
During the second stage, to measure the volunteer experience, volunteers were 
asked to rate the extent to which their volunteer service met their expectations and 
fulfilled their needs, their perceptions of their work, the service organization, and how 
their work was perceived by other people in order to measure the volunteerism 
experience itself, the relation of volunteers and other clients in the social network. Data 
from volunteer-client pairs was investigated to see the extent to which they had 
introduced each other to members of their existing social networks. Correlational data 
showed that the more friends and family the volunteers introduced clients to, the better 
the volunteers perceived their client's health. 
For the third stage, to measure the consequences stage, research questions focused 
on changes in attitude, knowledge, behavior, and perceived effectiveness as a volunteer 
to assess how social networks and community connections change as a result of service. 
AIDS volunteers with 3 months of service were asked to report how many had at least 
"one friend" at their AIDS service organization with 81% claiming at least one friend. 
The proportion claiming one "close friend" after 6 months doubled from 1 1.7% to 21.1%. 
28% of AIDS volunteers also reported recruitment of at least one other volunteer after 6 
months of service. 
Theory of Planned Behavior 
Ajzen (1991) recognized that "explaining human behavior in all its complexity is 
a difficult task" (p. 179). Many researchers including Atkinson, 1964, Bandura, 1977, and 
Rotter, 1966 have attempted to measure perceived control, achievement motivation and 
self-efficacy. Ajzen's theory of planned behavior proposed that the antecedent to 
behavior is the person's intention to perform it along with its measured intention, attitude, 
subjective norm and perceived behavioral control. The theory, originally formulated by 
Ajzen and Fishbein in 1980, referred to as the theory of reasoned action (TRA), was 
related to voluntary behavior during estimates of discrepancies between attitude and 
behavior. The stronger the intent to perform an action, the more likely its performance 
provided the necessary resources such as money, time, skills and cooperation are 
available (Ajzen, 1991). 
Later studies showed that behavior was not totally voluntary and under control 
and the theory evolved into the theory of planned behavior (TpB) which predicts 
deliberate, planned behavior (University of Twente, n.d.). Perceived behavioral control, 
such as the person's required "opportunities and resources (e.g. time, money, skills, 
cooperation of others)" to perform a behavior also influence the degree of behavioral 
achievement, expanded the original theory of reasoned action (Ajzen, 1991, p. 182). 
Although Ajzen (1991) utilized the theory of planned behavior as a framework to 
study attitudes toward behavior, subjective norms with respect to the behavior and 
perceived control over the behavior to predict intentions, the author still found gaps 
providing opportunity for further study in the area of their relationships. However, TpB 
is socially significant, has social utility and does not solely discriminate for one discipline 
but has applicability to more than one discipline (psychology, social science, and other 
human service professions) (Francis et al., 2004). Ajzen's theory of planned behavior has 
been used as the theoretical basis for hundreds of studies since 1985 (Francis et al., 
2004). 
The theory of planned behavior asserts that perceived behavioral control and 
behavioral intention "can be used together to predict behavioral achievement" (Ajzen, 
1991, p. 184). In the theory of reasoned action and planned behavior, intention is 
assumed to be an indicator of the motivational factors influencing a behavior (Ajzen, 
1991). The stronger the intention, the more likely the individual will perform the 
behavior. 
Ajzen (1991) showed the predictive validity of TpB by comparing multiple 
correlations of combinations of intentions and perceived behavioral control from different 
studies dealing with a range of varying activities from playing video games, losing 
weight and cheating, shoplifting, and lying (p. 186). Ranges of .20 to .78 in multiple 
correlations were significant in predicting behavior. Three independent determinants of 
intention are assumed in TpB: attitude, subjective norm, and the degree of perceived 
behavioral control. 
Fishbein and Ajzen in 1975 utilized an expectancy-value model to illustrate the 
relationship between beliefs and attitudes. Results using this formula in numerous 
studies "generally supported the hypothesized relation between salient beliefs and 
attitudes", however, "the magnitude of this relation has sometimes been disappointing7' 
(Ajzen, 1991, p. 192). A 7-point graphic scale, consisting of responses from likely to 
unlikely and evaluation ranging from good to bad were used to assess belief strength. 
Subjective rzomzs were obtained by rating the extent to which "important others" 
approved or disapproved of a certain behavior. In a study of leisure behavior, 
respondents were asked to rate using a 7-point scale, the degree to which any of five 
salient referents (friends, parents, boyfriendlgirlfriend, brothers/sisters and other family 
members) would approve or disapprove of their participation in a given leisure activity. 
Models of Volunteerism: Empirical Studies 
Greenslade and White (2005) conducted a study comparing Azjen's theory of 
planned behavior with Clary and Snyder's functional approach theory to volunteering 
with the purpose of assessing usefulness and comparing effectiveness of the theories as a 
predictive utility of above-average participation in self-reported volunteerism. The brief 
literature review compared the two main theoretical approaches, provided background to 
the problem of nonprofit sector reliance on volunteerism as a source of free labor for 
survival, its social importance, and noted the lack of prior research comparing the 
predictive power of each theory. A non-experimental, explanatory (correlation), 
prospective research design was used to survey volunteers to address the gap in the 
literature about the power of each theory to predict above-average participation in 
volunteerism. 
Greenslade and White (2005) cited several empirical studies that supported this 
theory but also noted the limitation of the 7-point Likert scales used to measure 
constructs in the theory such as perceived behavioral control. Individuals were asked to 
appraise their own abilities when responding which in turn resulted in poor reliability of 
results. However, items measuring self-efficacy using the Likert scale were found to be 
more reliable and used as an alternate measure of control. Clary and Snyder's functional 
approach theorized that people maintain their behavior if they are able to fulfill one or 
more of six motivational functions, using the Volunteer Functions Inventory to assess the 
six functions of Values, Understanding, E~zlzancement, Career, Social, and Protective. 
The authors' description of Clary and Snyder's model was limited. 
A probability sample plan consisted of two waves of data collected within a four- 
week time period. The target populations were described as older volunteers from a 
multipurpose welfare organization in Australia. Three-hundred-eighty-five 
questionnaires were mailed to randomly selected volunteers from a large multipurpose 
welfare organization in Australia. This resulted in a final data sample of 141 respondents 
in the first wave with a response rate of 37%, described by authors as comparable to rates 
in similar research. The Wave 1 questionnaire assessed the variables (intention, attitude, 
subjective norm, self-efficacy and self-reported volunteerism) applying the theory of 
planned behavior and (the variables of career, values, understanding, enhancement, 
social, protective and self-reported volunteerism) the functional approach in relation to 
above-average participation. The second questionnaire included posting of performance 
of the target behavior and asked respondents of their self-reported volunteering behavior, 
over the previous 4 weeks using a 7-point Likert scale, as well as including additional 
detailed items on the scale to improve the reliability of self-reported data. The factor 
analysis of the Volunteer Functions Inventory revealed five factors, with Enhancement 
split between Protective and Understanding, although the original model with the six 
functions presented by Clary et al. (1998) was used for comparison in this study. There 
were 81 volunteers that responded, resulting in a 57% response rate, and a small sample. 
Clearly defined procedures will allow for replication of the study. 
In Hypothesis 1, a positive relationship was reported among individuals with 
positive attitudes towards volunteering, perceived pressure from others to perform the 
behavior supported that their behavioral performance would make them more likely to 
volunteer. In their analysis of prediction of self-reported behavior, only partial support 
was found for Hypothesis 2. Intentions to volunteer at an above-average rate was found 
to be a significant predictor of self-reported volunteer behavior with B =.66, p = .00, but 
not self-efficacy with B = .20, p = .13. Hypothesis 3 resulted in partial support that 
individuals were more likely to volunteer due to the normative influence of family and 
friends., with the social function emerging as the significant predictor (B = .40, p = .07) 
while the other five functions were not significant in predicting volunteer behavior. 
Hypothesis 4 supported the theory of planned behavior, with a 57% variance in 
explaining the behavior, as a more successful predictor than the functional approach, 
which only explained 26% of the variance. 
Internal validity strengths included the hypothesis testing for validation of 
variables of the theory of planned behavior and functional approach along with a 
comparison of the two models in predicting participation in self-reported volunteerism. 
The authors believe that the respondents' answers were not necessarily biased by their 
status since they expressed a strong egoistical reason for volunteering rather than an 
altruistic motive. Additionally, the study addressed the area of above-average 
participation in volunteering which was previously unknown. Use of the theoretical 
determinants in Ajzen's theory of planned behavior and Clary and Snyder's functional 
approach had not been previously used to determine above-average participation in 
volunteerism. 
External validity strengths were in the random sampling; however, use of only 
one organization limits the ability to generalize findings to other organizations. Future 
studies may include replication of the study with a broader range of respondents from a 
more diversified demographic population, a larger sample size, and more organizations. 
Objective measures of actual volunteer behavior such as using organizational records 
rather than self-reporting of intentions can improve the reliability of the data, and 
decrease bias. 
Motivation 
Numerous authors have addressed the subject of motivation with regards to jobs 
and paid position, while few have addressed the subject and its relationship to unpaid, 
volunteer workers (McHenry, 1988). Clary et al. (1998) addressed motivation and 
applied the functional approach to study the process by which individuals volunteer as a 
result of personal motivations. Practical implications to their model and study were 
validated by service organization volunteers who found that turnover rates could be 
minimized by matching volunteers with opportunities that matched their motivations 
(Clary et al., 1999, p. 1528). 
Clay et al. (1998) defined motivational factors affecting volunteerism using six 
motives in the Volunteer Function Inventory: Values, Understanding, Social, Career, 
Protective, and Enhancement. Bussell and Forbes (2002) furthered the definition and 
reported altruistic and egoistic motives such as: satisfaction of social and psychological 
goals, a relation to a friend or family as a beneficiary or member of the organization, 
personal selective incentives, the opportunity for skill development and networking, a 
positive contribution due to specific skills that can benefit organization, perks, values or 
religious beliefs or being asked to participate by someone of value. 
Powers (1998) recognized that the motivation for volunteering is an area that 
needs to be addressed. Classical theories of attitude and motivation have purported that 
like activities may "satisfy different motives for different people" (Stringas & Jackson, 
2003, p. 114). Numerous researchers have developed theories of motivation examining 
individuals' desires to fulfill one or more areas of their own needs (Houle, Sagarin, & 
Kaplan, 2005; Peterson, 2004) 
Cnaan and Goldberg-Glen's (1991) conducted a study to broaden knowledge of 
motives to volunteer in the area of human services. They approached their study by 
conducting a meta-analysis of Motives to Volunteer (MTV) and developing a list of the 
28 most mentioned motives for volunteering during their review of literature: (a) It is 
God's expectation that people help each other; (b) I adhere to the agency's specific goals; 
(c) If I did not volunteer there would be no one to carry out this volunteer work; (d) I did 
not have anything else to do with my time; (e) I was lonely; (f) I have more free time - 
kids have left home, retired, widowed, divorced; (g) I wanted to gain some practical 
experience toward paid employment (or new career); (h) I wanted to broaden my 
horizons, (i) Being involved with this agency is considered prestigious; (j) Volunteering 
for others makes me feel better about myself; (k) Volunteering in this agency provides 
challenging activities; (1) Most people in my community volunteer; (m) Helping people in 
need improves my attitude regarding my own life situation; (n) Volunteering creates a 
better society; (0) My employer-school expect their employee students to provide 
volunteer community service; (p) Volunteering is an opportunity to change social 
injustices; (q) Volunteering is an opportunity to develop relationships with others; (r) 
Volunteering is an opportunity to work with different age groups; (s) Volunteering is an 
opportunity to do something worthwhile; (t) Volunteering is an opportunity to return 
good fortune; (u) A relative or friend islwas a client of this agency; (v) I have past 
experience providing similar service; (w) I am able to relate better to the 
patientslresidents situation because of my own similar experience; (x) This volunteering 
gives me an opportunity to vary my weekly activities; (y) Previous contact with 
professionals in this agency; (z) Volunteering for this agency enables it to provide more 
care for less money; (aa) It's a way to continue a family tradition of helping in need; (bb) 
This is an excellent educational experience (Cnaan and Goldberg-Glen, 1991, p. 271). 
Cnaan and Goldberg-Glen (1991) concluded that motivation to volunteer was 
"multifaceted" and classified the literature into 3 types of models: (a) a three-category 
model such as Morrow-Howell and Mui's 1989 altruistic, social and material model, (b) a 
two-category model, such as Herzberg's 1966 two-factor intrinsic motives and extrinsic 
hygience factors model, and (c) complex models such as Clary and Snyder's 1990 six- 
category model of psychological functions (p. 274). Cnaan and Goldberg-Glen suggested 
the addition of a unidimensional model to the 3 types of models. Using Cronbach's alpha 
to test the reliability of the scaling of the 22 motives, a high level of reliability (alpha 
=.86) was found on the first factor, the reliability decreased to alpha = .47 on the second 
factor. For the items rated on the third factor, the correlation coefficient was very low 
with r = .11, p < .05. Later studies such as Trudeau and Devlin 1996 incorporated a 
unidimensional model (Esmond & Dunlop, 2004). Limitations in the studies included the 
lack of statistical analysis performed in the three model categories as well as limited 
knowledge in the internal structure of MTV. The researchers found inconsistencies in the 
definitions of terms for social and material. 
Methodological weaknesses included lack of empirical investigation based 
studies, limited sample size, studies with limited populations and limited diversity of 
respondents thus weakening external validity, limited studies with control groups, limited 
diversity of program types and only 3 studies explored the interrelationships of the 
motives presented. While a large number of studies exist of volunteers, there is a gap in 
literature for "methodologically sound studies of MTV, in general, and of human services, 
in particular" (Cnaan & Goldberg-Glen, 1991, p. 275). 
Cnann and Goldberg-Glen (1991) conducted their own study in an effort to 
expand the knowledge base, develop measures of motives to volunteer and avoid the 
weaknesses found in their review of literature. A study of 258 volunteers from human 
service agencies and 104 nonvolunteers was conducted using a unidimensional scale 
questionnaire design based on the 28 motives. Nonvolunteers were asked to respond to 
questions as to how important each motive may be in their decision to volunteer in the 
future. Respondents were asked to rate the items on a scale of 1 = not important at all to 
5 = very important. Finding revealed that the total MTV score was significantly correlated 
with commitment with volunteers scoring higher than nonvolunteers. The validity of the 
scale was pragmatically supported. The MTV scale may prove to be useful tool for 
volunteer coordinators in their assessment of specific motives for new volunteer 
candidates. Areas for future inquiry may include whether certain models are applicable 
to only specific populations of volunteers. The researchers suggested replication of the 
study in the areas of volunteers in human services as well as other areas. Longitudinal 
testing of "habitual volunteers" and ex-volunteers should also be explored (Cnann & 
Goldberg-Glen, 199 1, p. 282). 
Snyder, Omoto and Crain (1999) found five primary types of motivation that are 
reported as motives to volunteer: (a) ability to express personal values and beliefs, (b) 
opportunity to gain greater understanding of important issue, (c) provides opportunity to 
give back to the community, (d) a means to personal development, (e) and a means to 
enhance esteem. Snyder, Omoto, and Crain (1999) conducted a study of AIDS 
volunteers to understand why people become volunteers, what sustains their volunteer 
activities over time and in the face of the personal costs of volunteering, what volunteers 
and others gain from their volunteerism. They utilized non-experimental laboratory and 
field studies and employed cross-sectional and longitudinal research methodologies, 
sampling diverse populations of volunteers, and non-volunteers. 
The theoretical framework of the study was grounded in the understanding that 
volunteerism is a process in which there is "consideration of the needs being met and the 
motives being fulfilled by serving as a volunteer" while focusing on the motivations, 
satisfaction, and stigmatization of AIDS volunteers (Snyder, Omoto & Crain, 1999, p. 
1178). The researchers theorized that "volunteers fulfill some personal purpose or 
motivational goal" possibly benefiting themselves or others and serving a "promise of 
personal fulfillment" (Snyder, Omoto & Crain, 1999, p. 1177). They noted that 
volunteering in an AIDS' organization is "no different" than that of other volunteer 
settings since it mandates the same commitment, effort and cost (Snyder, Omoto & Crain, 
1999, p. 1177). McEwin and Jacobsen-D'Arcy utilized Clary and Snyder's (1991) six 
constructs in VFI with the additional motives of reciprocity, recognition, reactivity, and 
social interaction in their development of the 2002 Volunteer Motivation Inventory (VMI) 
(Esmond & Dunlop, 2004). 
Hierarchy of Needs and Volunteerism 
Maslow (1943), in his hierarchy of needs model schematically depicted by a 
pyramid, indicated that individuals are motivated by certain basic biological and 
psychological requirements: physiological (food and shelter) at the base of the pyramid, 
securitylsafety, social (belonging and love), esteedachievement and self-actualization, at 
the apex of the pyramid. Maslow (1943) described a person as "a perpetually wanting 
animal" whose drives are related to the satisfaction of other drives (p. 373). An 
individual must feel they have achieved one level before moving on to the next. 
Majercsik (2005) summarized this best by stating, "A want that is satisfied is no longer a 
want" (p. 171). 
Maslow's (1943) seminal works theory is one of the most popular and often cited 
theories of human motivation. However, it was noted by Huitt (2004) that "an interesting 
phenomenon related to Maslow's work is that in spite of a lack of evidence to support his 
hierarchy, it enjoys wide acceptance" (Maslow's 1943 Hierarchy of needs section, para. 
5). Majercsik's (2005) research with geriatric subjects found that there was an inverse 
relationship depicting self-actualization as the top need for those surveyed. Maslow 
(1943) referenced infants and children in his discussion of hierarchy noting that 
physiological and safety needs were at the top of their pyramid. "The specific form that 
these needs will take will of course vary greatly from person to person" (Maslow, 1943, 
p. 383). 
Huitt (2004) indicated that only a few studies have attempted to support Maslow's 
model, and these included, Allport in 1960, James in 1962; and Mathes in 1981, to name 
a few. It was Alderfer (1969) who synthesized Maslow's hierarchy of needs into the 
ERG (existence, relatedness, and growth) theory. His purpose in developing the theory 
was to provide "a more adequate understanding" of Maslow's theory (Alderfer, 1969, p. 
144). Specifically, Alderfer's (1969) ERG theory provides the following propositions 
P1 - The less existence needs are satisfied, the more they will be desired. 
P2 - The less relatedness needs are satisfied, the more existence needs will be 
desired. 
P3 - The more existence needs are satisfied, the more they will be desired. 
P4 - The less relatedness needs are satisfied, the more they will be desired. 
P3 - The less growth needs are satisfied, the more relatedness needs will be 
desired 
P6 - The more relatedness needs are satisfied, the more growth needs will be 
desired. 
P7 - The more growth needs are satisfied, the more they will be desired. (p. 148) 
The growth level of need proposes that individuals are satisfied when using their 
capabilities to engage in problems, thereby, creating a greater sense of fullness as a 
human being. The next level, relatedness, involves relationships and satisfaction through 
mutual sharing of thoughts, feelings and acceptance. The level of existence includes all 
forms of material and psychological desires which are at the base of needs; when 
resources are limited, one individual's gain could be another's loss. Satisfaction of one 
need will promote need for the next, however, conversely person may descend the 
hierarchy if a need is no longer met (Maslow, 1943). In other words, people's 
motivations are a result of unsatisfied needs (Donovan, 2006). As a result of conflicting 
validity, Maslow revised his original theory in 1954 with two basic observations: If a 
motive is satisfied, another moves to replace it; secondly, motives are not random but 
"biologically urgent" and "hierarchically structured" (Maslow, 1999, p. viii). 
The Work Motivation Inventory (WMI) is a measure based on Maslow's hierarchy 
of needs. This inventory assesses what an individual considers rewarding through a 77- 
item questionnaire that measures the importance placed on the four major categories of 
accomplishment, recognition, power, and affiliation. 
According to Braskamp and Maehr (1987), WMI provides an appropriate tool for 
assessing work motivation and predicting job success. The inventory was utilized as part 
of an empirical study conducted by Cunningham and Wakefield, 1975, which supported 
Maslow's theory of needs. Although Maslow's theory has traditionally been applied to 
companies, it is applicable to non-profit volunteer organizations as well (McHenry, 
1988). Internal validity strengths of WMI are the reliability of the item scales and validity 
of the measure of variables which allow for statistical analysis. 
Two-Factor Hygiene Motivation Theory 
Herzberg, Mausner, and Snyderman (1959) noted a gap in previous research 
which had not addressed the subject of job attitudes as whole and observed the need to 
further research "factors-attitudes-effects" (p. 11). Their research on job attitudes 
focused on the basic question of "What do people want from their jobs?'(Herzberg et al., 
1959, p. 107). 
Analogous to Maslow's needs model, Herzberg et al. (1959) developed a list of 
factors that must be present before motivators can stimulate an individual. The factors 
paralleled Maslow in that physiological needs could be fulfilled by adequate 
compensation to obtain food and shelter. Herzberg et al. (1959) believed that individuals 
have two sets of needs, first-level factors, hygiene (dissatisfiers) and second-level factors, 
motivators (satisfiers). They defined hygiene needs to include "supervision, interpersonal 
relations, physical working conditions, salary, company policies and administrative 
practices, benefits and security" (Herzberg et al., 1959, p. 113). People work towards 
attainment of these needs but once they feel they have achieved a satisfactory level they 
require additional motivators such as achievement, recognition, possibility of growth 
(responsibility), advancement and personal growth to keep them motivated and happy. 
Herzberg et al. (1959) theorized that since the factors leading dissatisfiers were 
not necessarily the opposite of satisfiers but rather distinct; then the opposite of job 
satisfaction would not be job dissatisfaction but actually no job satisfaction. Hygiene 
factors reduce job dissatisfaction while motivators increase job satisfaction. Herzberg et 
al. (1959) identified sixteen factors related to job satisfaction or job dissatisfaction: (a) 
achievement, (b) recognition, (c) work itself, (d) responsibility, (e) advancement, (f) 
salary, (g) possibility of growth, (h) interpersonal relations, - subordinate, (i) status, (j) 
interpersonal relations - superior, (k) interpersonal relations - peers, (1) supervision- 
technical, (m) company policy and administration, (n) working conditions, (0) personal 
life, and (p) job security. (p. 60) 
Five intrinsic factors were determined to be strong indicators of job satisfaction 
and labeled as motivators, while the other eleven were extrinsic and labeled as hygiene 
factors (Williams & Lankford, 2003). Although pay and benefit packages provide 
incentive for employees, a hand-written note from management to acknowledge 
achievement goes a long way towards motivation (Spellman, 2004). Herzberg et al. 
(1959) summarized their findings as supporting "notion that good hygiene will prevent 
many of the negative results of low morale" (p. 131). Glick (2006) agrees with a basic 
principle of Herzberg's theory in that one of the highest motivators for employees is the 
work itself, "doing what they love" (p. 73). 
Many studies have applied Herzberg's theory to full-time workers while little to 
no virtually no research has been done in the area of volunteers (Williams & Lankford, 
2003). Herzberg's et al. theory is socially significant and is one of the most referenced 
motivational theories in the disciplines of management, industrial psychology and 
business. The model was subsequently expanded by Herzberg in several books: Work 
and Nature of Man, 1966, The Managerial Choice, 1982 and Herzberg on Motivation, 
1983. 
Dmcker (1998) found a parallel in the motivation of workers and volunteers. He 
stated, "Volunteers, we know, have to get more satisfaction from their work than paid 
employees precisely because they do not get a paycheck. They need, above all, challenge. 
They need to know the organization's mission and to believe in it. They need continuous 
training. They need to see results." (Dmcker, 1998, p.162). Herzberg et al. (1959) noted 
that even slight variations in questions used to determine attitude have demonstrated 
major effects on the information obtained (p. 109). By the same token, the populations 
studied will also influence the results. Herzberg et al. (1959) found a need for further 
testing with more diverse populations and larger samples. As such external validity could 
be threatened by the population studied. Internal validity was strengthened through 
repeated measures showing a causal relationship among the variables. 
Herzberg et al. (1959) utilized survey research measurement procedures that 
involve asking questions of respondents. Measurements were developed to understand 
why the variable of attitude changes. The following first-level factors were measured 
with specific coders for each factor: (a) recognition, (b) achievement, (c) possibility of 
growth, (d) advancement, (e) salary, (f) interpersonal relations, (g) supervision-technical, 
(h) responsibility, (i) company policy and administration, (i) working conditions, (k) 
work itself, (1) factors in personal life, (m) status, and (n) job security. The second-level 
categories also were measured with specific coders for each factor: (a) performance, (b) 
turnover, (c) mental-health, (d) interpersonal relations, (e) attitudinal and miscellaneous 
effects. 
Interview questions to test job attitudes included asking respondents to identify 
and provide an explanation of a time when they felt exceptionally good or bad regarding 
their job, either long or short range. Additional questions included "How long did the 
feeling last?" "What did these events mean to you?" "Did what happened basically affect 
the way you felt about working at the company or did it merely make you feel good or 
bad about the occurrence itself?" (Herzberg et al., 1959, pp. 141-142). 
Achievement Motivation Theory 
McClelland, a Harvard researcher, along with his associates became interested in 
individual's needs for achievement over other values (McClelland, Atkinson, Clark & 
Lowell, 1976). Their five years of extensive research led them to the conclusion that 
achievement is a distinct motive that can be isolated from other human needs. 
McClelland7s (1989) content/social motives theory, based on Murray's 1938 theory of 
personality, identified three basic needs: achievement, power and afiliation. Individuals 
may possess a combination of these need factors which may change over time. 
According to the individual's need for satisfaction, they will respond differently 
to rewards as motivators. People that are need for achievement motivated will be more 
concerned about feedback, how they are doing on the job and tend to be interested in the 
job itself. On the other hand, people with low achievement motivation are more 
concerned about the environment and how people feel about them rather than the job they 
are performing and may have a high need for affiliation. Such individuals are motivated 
by their interaction with people and are generally team players. The third category is the 
need for authority and power person. These types of individuals are motivated by 
increasing prestige and personal status and are led by a need to be influential in order to 
make an impact. 
McClelland, Atkinson, Clark, and Lowell developed a scoring system in 1953 for 
Murray's Thematic Apperception Test (TAT), originally developed in 1935, to measure 
individual's needs for achievement, affiliatiorz and power. However, subsequent studies 
revealed that the TAT was "unreliable and invalid" due to self-reporting (Barbuto, Fritz 
& Marx, 2002, p. 607). McClelland was also responsible for the development of the 
Persorzal Values Questionnaire (PVQ) as a means of understanding the values and 
motivations of individuals and measuring the three social values of achievement, 
affiliation and power (Hay Resources Direct website, n. d.). There are 36 items in the 
PVQ which are answered using a six-point Likert rating scale (0 = not important to me to 
5 = extremely important to me). However, Barbuto and Scholl (1998) believed that 
McClelland's trichotomy of needs did not fully account for individual's motives and they 
developed the Motivations Sources Inventory (MSI), which measures five sources of 
motivation using a 7-point Likert scale (1 = strongly disagree to 7 = strongly agree). 
Their identification of a gap in the area of "antecedents of leaders' behavior and limited 
amount of leadership-influence research with motivation as a variable" led to them to 
further research motivation and relationships with influence tactics. 
Five sources of motivation are measured by MSI subscales of: (1) Intrinsic 
Process - behavior for the "sheer fun of it", (2) Instrumental - behavior leading "to 
certain tangible outcomes" - pay, promotions, relationships, etc., (3) Self-concept 
External - meet the needs of others to satisfy social feedback to gain status or acceptance, 
(4) Self-concept Internal - engage in behaviors that will increase self standards of traits 
for values to achieve competencies for "ideal self', and (5) Goal Internalization - person 
who believes in a goal will work towards its attainment (Barbuto, Fritz, & Marx, 2002, p. 
602). The MSI has been used to predict leaders' behavior with coefficient alpha ranging 
from .70 to .91 and a goodness of fit scale of.92. 
Harrell and Stahl's 1981, Job Choice Decision-Making Exercise, JCE, was 
utilized as a predictor of leaders' influence tactics. Utilizing a 3-point Likert scale (1 = 
rarely, 2 = fairly often, and 3 = very often) for the subscales, needs for affiliation, power 
and achievement were measured. Jointly, the MSI along with the JCE were utilized by 
Barbuto et al., 2002 in a study of 56 leaders and 219 followerslpeers from 42 diverse US 
organizations as measures for sources of motivation/needs. The researchers 
recommended future studies should have an increased sample size which includes a 
larger number of leaders to improve generalizability. Future research should consider 
contrasting situational and dispositional variables including ego development, attitudes, 
personality although the study allows for similar framework to be used. 
Motivation and Volunteerism: Empirical Studies 
Fletcher and Major (2004) used a comparative research design to examine gender 
differences in volunteerism. In their review of pertinent literature they found that 
previously researchers had identified mean differences for gender rating women's 
motives as higher than men. Building on Switzer's study which provided analysis of 
gender differences in values and enhancement motives, the purpose was to develop a 
better understanding of how to recruit and train medical professionals. Fletcher and 
Major (2004) utilized the functional approach and Clary's et al. 30-item Volunteer 
Functions Inventory (VFI) and a very small convenience sample of 51 medical students 
(24 male and 27 female) in the mid-Atlantic United States. Reliability and validity of the 
VFI were not reported nor explored with the sample. Using two-way ANOVA for their 
profile analysis, women scored higher than men in all areas, and significantly higher than 
men in the four areas of Values, Enhancement, Understanding, and Protective motives. 
While previous research showed that men rank instrumental values higher than other, 
men ranked two motives of Enhancement and Career slightly higher than women, 
showing that there are similarities and differences among the men and women in their 
motives to volunteer. 
The major strength of this study is the use of the VFI, with known reliability and 
validity. However, there are major limitations to the study. The sample size was very 
small to conduct explanatory analysis (threat to internal validity) and the convenience 
sample had strong threats to external validity, thus findings can not be generalized. 
Fletcher and Major's (2004) study provides an indication of a sample of novice 
professionals that can be used in recruitment and training efforts. Their results suggest 
that the relative importance placed on motives by either sex is similar and that the same 
methods may be utilized to recruit volunteers from either gender. However, their findings 
were contrary to previous research in that women rated career and understanding 
functions higher than men. They suggested that future research should address the 
reasons why men rate lower in these functions and should also address rating of such 
motives in non-volunteer settings. 
Stringas and Jackson (2003) conducted a pilot, methodological study to test a new 
scale that examined motives for sports volunteering and to describe characteristics of 
volunteers for marathon running events (age, gender, marital status, household income, 
employment status, and ethnic background). Citing the need to understand motivation for 
volunteers to give of their available time and expertise, the authors stressed the 
importance of recruiting and retaining volunteer labor in not only sports organizations but 
in "different facets of everyday life" (Stringas & Jackson, 2003, p. 112). The researchers 
developed and tested a 40-item, five-point semantic differential survey (1 = not important 
at all to 5 = extremely important) based on conceptual frameworks by Beard, Raghed, 
and Getz, 1980; Clary and Snyder, 1991; and Cnaan & Goldberg-Glen, 1991, derived 
from their literature review mostly from non-sport sectors (Stringas & Jackson, 2003, p. 
115). 
A small convenience sample of 60 of 85 (71% response rate) volunteers 
participating in the 2001 Capital City Marathon in Tallahassee, Florida, completed a 
hand-distributed survey. Exploratory factor analysis confirmed the proposition of five- 
factor motivation for volunteering subscales: Leisure, Material, Egoistic, Purposive, and 
External influences. Cronbach's alpha coefficient resulted in a .93 reliability coefficient, 
for a total scale, and each of the extracted factors ranged from .73 to .91. 
The authors recommended future study to explore whether motivations pertaining 
to sports volunteering are unique to sports or will be beneficial on a global basis. 
Additionally, the five-factor model should be applied to a larger population sample, 
different sport and recreation settings, broader range of events and different 
demographics and cultures. The strength of the study was in the reliability estimates and 
establishing construct validity of the new scale. Weakness was in the small convenience 
sample, which affects external validity. 
Allison, Okun and Dutridge (2002) conducted a mixed method design to compare 
measures for assessment of motives using the VFI and in depth open-ended qualitative 
probes of motives for volunteering. In a random sample study of active and inactive 
Make a Difference volunteers, a non-profit organization in Phoenix, Arizona. A sample 
of 195 of 646 (30% response rate) volunteers returned a self-administered questionnaire 
in a prepaid return envelope. Respondents were an average age of 35.37 years old, 78% 
female, 36% married, and 11% which classified themselves as minorities. 
The survey instrument consisted of a 4-part survey which consisted of descriptive 
information pertaining to volunteer participation, open-ended questions pertaining to 
motivations for participating in volunteer work, the 30-item VFZ with the 7-point Likert 
scale, and demographic information. Internal consistency reliability was good with 
coefficient alphas that ranged from .75 for Protective to .87 for Career. Exploratory 
factor analysis was conducted which confirmed Clary's et al. (1998) six factor model. In 
the open-ended section, respondents were asked to write the primary motivations for 
volunteering. 129 respondents (66%) listed the requested information in the open-ended 
section. The open-ended responses provided, were coded and assigned to one of the six 
factors if a motive was mentioned. Allison et al. (2002) found three different motives in 
addition to those in the VFI for volunteering: enjoyment, religiosity, and team building. 
The Values motive (M = 6.10) was rated as most important, followed by Understanding 
(M = 4.76), and Esteem (M = 4.37) which were consistent with to those reported by Clary 
et al. (1998) in their study of a similar age sample. 
Allison et al. (2002) also examined frequency of volunteering according to the 
two types of measures. In the open-ended responses in this study, there was no 
significant prediction of frequency of volunteering, however, there was a significant 
prediction (R' = .13) using the VFZ. Allison's et al. (2002) study supported the VFZ to 
assess volunteer motives. The authors recommend that the use of a mixed measure 
approach to assess motives for volunteer participation. Limitations of the study included: 
the low response rate for the study (30.2%), a limited response rate for the open-ended 
probe (66%), time consuming and labor intensive training for coding the open-ended 
response portion of the survey, and the lack of reliability and validity of the open-ended 
probe. External validity strengths were in the random sampling; however, use of only 
one organization limits the ability to generalize findings to other organizations. Future 
studies may include replication of the study with a broader range of respondents from a 
more diversified demographic population, a larger sample size, and more organizations. 
The strength of the study was in the reliability estimates and establishing construct 
validity of the VFI scale. 
Satisfaction and Vohnteerism 
Finkelstein (2006), utilized constructs from Clary's et al. (1998) functional model 
based on the concept that some individual's motive for volunteering was to satisfy or 
fulfill certain needs or motives, along with Penner's 2002 integrated framework model 
that incorporated functional analysis and the role identity theory. "Volunteering continues 
to the extent that the experience fulfills those motives" (Finkelstein, 2006, p. 604). 
Finkelstein's (2006) study replicated and expanded earlier studies with the 
addition of the construct of fulfillment of motives for volunteering to the conceptual 
framework for measurement of Organizational Citizenship Behavior (OCB) motives and 
their fulfillment. Previous research had explored the roles of motives and fulfillment, 
along with the initiation and sustainability of volunteers in a variety of settings, which 
reported that when experience of volunteer's motives were satisfied, the stronger their 
intentions were to continue in their role. 
Finkelstein's research consisted of distributing surveys with a cover letter and 
self-addressed return envelope, delivered to mailboxes or desks of employees in four 
companies (an electronics manufacturer, an accounting firm, a bank and a psychological 
test distributor) in the Tampa, Florida area. Participants included 193 employees, 
predominantly female. No information was available regarding the nonrespondents. 
Motive fulfillment was measured using Rioux and Penner's (2001) Citizenship Motives 
Scale, comprised of 30 items rated on s 5-point semantic differential scale from 1 (Not at 
all) to 5 (Completely). This study's results were the "first empirical examination of the 
role of motive fulfillment in maintaining OCB" (Finkelstein, 2006, p. 612). Findings 
concurred with previous studies regarding motive fulfillment of volunteer activity by 
Davis, Hall and Meyer (2003). 
Piliavan's role identity theory (as cited in Finkelstein et al., 2005) used a 
sociological approach to understanding volunteerism. Innately volunteering begins with 
external influences of parental expectations or social norms. Over time, volunteering 
becomes internalized and adopted as a "role identity". This identity is perpetuated over 
time with an individual's behavior adapting to their view of their concept of self 
(Finkelstein et al., 2005). 
Penner's 2002 study used a combination of the functional and role identity 
theories as a basis to explain long term volunteerism (Finkelstein et al., 2005). This 
framework has been used as a basis to explain Organizational Citizenship Behavior 
(OCB), a non-obligated, beneficial action, which is defined as "workplace activities that 
exceed the formal job requirements and contribute to the effective functioning of the 
organization" (Finkelstein et al., 2005, p. 405). 
Finkelstein et al. (2005) examined the relationship between volunteer activity and 
variables that were part of the functional and role identity models. Volunteer motives 
were measured using the Clary's et al. 1998 Volunteer Function Inventory. Role identity 
was measured using a 5-point rating scale ranging from 1 (strongly disagree) to 5 
(strongly agree). Prosocial tendencies measured with the Prosocial Personality Battery 
(PSB),  a 30-item self report measure that comprised of Empathy and Helpfulness using 
the same 5-point scale. Satisfaction was measured using three items adapted from Penner 
and Finkelstein, 1998, using the 5-point Likert scale. Perceived expectations consisted of 
eight items adapted from Callero et al., in 1987, where respondents were asked to rate 
how people perceived their volunteerism and their expectation to continue in that work. 
Finkelstein et al. (2005) found that role identity and perceived expectations were 
correlated to length of volunteer service and amount of activity. Values motive was 
positively correlated to role identity (r = .31) as well as understanding (r = .29), 
protective (r = .20) and enhancement (r = .25). OCB positively correlated with two 
motives: prosocial values, desire to help others, and organization concern, desire to help 
the organization. However, the PSB did not show a relationship between helpfulness and 
role identity (r = .07). Satisfaction was correlated with role identity (r = .48) and time 
spent volunteering (r = .21). However, there was not a correlation with length of service 
as a volunteer. Finkelstein et al. (2005) study is useful in demonstrating that the role 
identity theory enables the prediction of individuals who will be most likely to most 
active or dedicated as a volunteer. 
Dhanasamship, Johnson and Chaipoopirutana (2006) conducted a quantitative 
exploratory (correlational) and comparative study to identify the relationships between 
work values and job satisfaction of workers in Thailand. Job satisfaction was defined as 
"the attitude one has toward his or her job" with attitude defined as "an emotional 
response toward something which, when related to one's job, predisposes one to action" 
(Dhanasarnship et al., 2006, p. 161). Based on the relationship between work values and 
job satisfaction in previous literature, the researchers found that demographic factors such 
as age and race may have an affect on satisfaction (Dhanasarnship et al., 2006). They 
reviewed linkages related to work values, needs and job satisfaction as described in the 
works of Alderfer's 1969 ERG theory, Hackman and Oldharn's 1975 critical 
psychological state model, Herzberg's 1966 two-factor theory and Maslow's 1954 need- 
hierarchy theory (Dhanasarnship et al., 2006, p. 165). 
Six hypotheses were tested to determine the relationships between work values 
and job satisfaction as well as differences according to demographic factors. The authors 
used a survey methodology with sales and manufacturing personnel in two different 
settings under the same company's control. Their model integrated Wollack's et al. 
Survey of Work Values (SWV) and Smith's et al. Job Descriptive Index (JDI) to measure 
satisfaction with work, along with a personal profile containing demographic 
information. Cronbach's alpha coefficient to estimate reliability for the JDI was 0.7888; 
the SWV total alpha coefficient was 0.81998 and thereby showed strong support for both 
instruments. The relationship between work values and job satisfaction was analyzed 
using the Pearson r. T-tests and two-way ANOVAs were utilized to compare differences, 
based on a 95% confidence level. 
Their findings showed significant differences in work values and job satisfaction 
between the two work categories examined (sales personnel and manufacturing 
personnel). Further differences were found when the work categories were segmented by 
demographic factors. The authors indicated that "work values should be useful variables 
in predicting job satisfaction because individuals normally employ work values in 
evaluating situational characteristics" (Dhanasamship et al., 2006, p. 170). Ethnic 
differences may also be related to job satisfaction and work values thus making this an 
area worthy of further research. Thai culture may account for the lack of support of 
previous studies. Internal validity strengths of the study are the quality of the theory and 
the clearly described data collection conditions. Furthermore, although the framework 
for their research is based on organizations where the participants are in paid positions; 
their findings may also be applied to unpaid volunteers. Internal validity weaknesses are 
the population of the study was limited to the Thai culture. External validity weakness is 
that the limited population does not allow for generalization of the results of the study. 
Future studies may extend to job satisfaction in different countries. 
Nelson's et al. (2004) extended "scarce literature by examining volunteers' 
motives, their satisfaction in their volunteer role, and the link to performance outcomes" 
(p. 116) using an explanatory (correlational) survey research design. Satisfaction was 
defined by the authors as "a morale-enhancing affective state" that fulfills the goals of 
self-development, altruism or affiliation and is hypothesized as related to increased 
organizational commitment and work-role success (Nelson et al., 2004, p. 117). 
A small convenience sample of 106 active volunteers of the Oregon Long Term 
Care Ombudsman Program participated through a mailed survey. Using Bonjean's et al. 
42-item Self Expression Instrument, motivations (self-development, affiliation and 
altruism) and satisfaction were measured. The instrument was found to be reliable with 
Cronbach's alpha = .66 - 39. In addition, Mowday's et al. 15-item Organizational 
Commitment Questionnaire was used to measure organizational commitment (with a 
Cronbach alpha = .85). Regression analysis was used to determine the relationships 
among motivations, satisfaction and organizational commitment along with demographic 
factors as covariates. All motives were found to be significantly correlated to 
satisfaction. Satisfaction was positively linked to the number of facility visits. An 
unexpected finding was made in that there was a correlation between males and lower 
satisfaction which may be an area for future study. The researcher's strongest finding was 
that "commitment is tied to satisfaction, to all three motive classes, and to every measure 
of success7' and that "highly committed ombudsmen do more work" (Nelson et al., 2004, 
p. 120). The authors noted that a limitation in generalizing (external validity) was there 
was only one program within the State of Oregon. 
In an explanatory (correlational) study of satisfaction and its relationship between 
work and family roles, Rice, Frone, and McFarlin's (1992) research focused on the 
premise that "work-nonwork conflict occurs when people believe that efforts to fulfill 
work role demands will interfere with efforts to fulfill nonwork roles or vice versa" (p. 
156). The purpose of their review was to examine variables affecting such relationships 
by measuring variables associated with perceived quality of life such as satisfaction with 
job, family and leisure. 
They defined a person's quality of life as "the sum of the domain quality of life 
experiences constituting his or her life roles and activities" (Rice et al., 1992, p.156). 
Their review of literature indicated conflicting results in studies pertaining to the 
relationship between work involvement and work-family conflict which led to their need 
to pursue further studies. Utilizing Quinn and Staines' 1977 Quality of Employment 
Survey, the researchers measured: two types of work-nonwork conflict (work-family and 
work-leisure), perceived quality of life (global life satisfaction and perceived quality of 
life for work (job satisfaction) and two non work domains (family satisfaction and leisure 
satisfaction). 
The study consisted of a probability subsample of 823 American adult 
respondents, who worked a minimum of 35 hours, were married or had minor children. 
Demographic variables were treated as covariates. Global life satisfaction was measured 
through Campbell's et al. life ratings scale consisting of eight questions rated on an eight- 
point semantic scale consisting of "how do you feel about your present life", ranging 
from "boring-interesting" and "enjoyable - miserable" (Rice et al., 1992, p. 159). . 
Satisfaction was a single question asking "How satisfying do you find the ways you're 
spending your life these days" (Rice et al., 1992, p. 160). The final area of happiness was 
a single question asking how happy respondents were with their life. 
Regression analysis was used to explain the relationships between work-nonwork 
conflict and global life satisfaction were not significant and the indirect relationships 
between work nonwork conflict and global life satisfaction were significant. The 
researchers found an unexpected result in that work-family conflict was related to work 
satisfaction and family satisfaction however work-family conflict and leisure satisfaction 
were also found to be significant. 
Domain satisfaction was measured by job satisfaction, family satisfaction and 
leisure satisfaction. A five-item job satisfaction scale developed by the University of 
Michigan Research Center was used to have respondents report how satisfied they are 
with their job, whether they would take the same job again, and how their job measures to 
their expectations. 
Internal validity strengths of this study were in hypothesis testing of propositions 
validated by original quality of life research and clearly described data collection 
procedures. Additionally, the large sample size will allow for the study findings to be 
generalized. However, the conflicting results warrant additional research. A weak but 
potential external validity strength is that the study took place in a natural setting and the 
respondents have socio-demographic characteristics similar to the overall population at 
the time of the survey. 
Clary et al., 1998, found that "a match between the reasons for performing an 
activity, such as volunteering, and the satisfactions derived from that activity is key in 
motivating and sustaining behavior" (Fletcher & Major, 2004, p. 109). Miles, Sullivan 
and Kuo (2000) conducted a non-experimental research study about satisfaction 
experiences of volunteers conducting ecological restoration work. The author's literature 
review was brief but informative in comparing and contrasting theories about motives for 
volunteerism and satisfaction from Cnann and Goldberg-Glen, 1991, Cole, 1993; 
Westphal, 1993; and DeYoung, 1986. They found that little research existed in the area 
of motives and concerns of volunteers in the area of ecological restoration. Empirical 
studies about satisfaction with restoration activities were examined, leading to the major 
gap in the literature about the individual volunteer's satisfaction with life along with 
other well-being measurements. 
Realizing the limitations associated with their specific field, their review of 
literature began by focusing on the satisfaction of volunteers in natural settings including 
outdoor programs such as gardening and wilderness programs with their overall finding 
being that the main motive for volunteer work "is the desire to make a difference, to 
accomplish some goal or task and to do something meaningful" (Miles, et al., 2000, p. 
219). They cited the second motive for volunteering as the desire for people to feel better 
about themselves. Their review of literature also included leisure activities and surmised 
that people derive satisfaction from physical challenges, improved physical fitness, and 
improved perceptions of wellness and community participation. Recycling activities were 
also examined and found to provide a basis for satisfaction by making a difference and 
participating in a community activity. They further defined restorative volunteering as 
"spending time doing something that is engaging and supportive, that is out of one's 
ordinary routine, and that gives one a sense of connection to a larger world can be 
helpful" and noted that it involved "the purposeful act of donating one's time and energy 
in behalf of a cause" (p. 219). 
The authors focused their study on satisfactions experienced by ecological 
restoration volunteers. To obtain their sample, the researchers obtained lists of leaders in 
local prairie restoration groups in the Chicago area who provided names of approximately 
2,000 volunteers with varying degrees of involvement who became their original target 
population. They initiated their study by specifying eligibility criteria and identifying 
167 people who were considered site stewards and were actively involved. They added a 
cross section of 337 participants that were randomly selected. They developed a 
questionnaire which was mailed to 504 persons with a 63% response rate. A total of 306 
questionnaires were analyzed. 
The questionnaire was not based on any particular model. Participants were 
asked to respond to 28 questions which included 50 specific types of satisfaction using a 
five-point Likert scale to indicate their degree of satisfaction ranging from 0, for not at all 
to 4, for very much. Twelve of the statements were used to measure life functioning and 
utilized the same five-point scale. Demographics, level of involvement, tenure and 
frequency of participation were also included. To facilitate their analysis, the 50 specific 
satisfaction questions were clustered into six categories: a chance to be away, a = 39;  
meaningful action, a = .92; participation, a = 3 6 ;  personal growth, a = .91; physical 
fitness, a = 37, and fascination with nature, a = .70. The Cronbach's alpha for the 
variables derived from test instruments are considered to depict a strong association and 
therefore provide a measure of reliability. The mean ranges of satisfaction for all 
restoration categories were above the midpoint of 2.0 and ranged up to 3.3 which indicate 
a high degree of satisfaction on the part of volunteers. Meaningful Action and 
Fascination with Nature were the two highest ranking. The findings of this study were 
consistent with previous empirical studies including that of DeYoung, 1986 (as cited in 
Miles et al., 2000, p. 223). 
The researchers also analyzed the volunteer experiences of satisfaction in relation 
to the types of responsibility assumed. The findings indicate an increase in satisfaction 
was associated with more volunteer participation in additional activities. Stewardship 
was related to higher levels of satisfaction. Volunteers involved in educational efforts had 
higher satisfaction levels than those who were not. While those who did not volunteer for 
additional responsibilities had lower overall satisfaction levels. 
Findings of the study confirmed some of the benefits cited in the literature 
review, such as satisfaction on the part of volunteers by partaking in meaningful activity, 
and the psychological benefits of connecting with the environment. A surprising finding 
was the lack of relationship between satisfaction and tenure. There was also a high 
correlation between taking on additional responsibilities and satisfaction. Miles' et al. 
(2000) study provides information that may be useful to program managers in the 
recruitment and retention of volunteers. 
Internal validity strengths are that it addressed the specific area of satisfaction of 
volunteering in a "natural setting". External validity strengths include random sampling 
which makes the study results able to be generalized. Limitations in the study are that the 
study took place during a controversial period in restoration in Chicago and may have 
influenced the satisfaction levels of the participants. Future studies should address the 
restoration workers as well as volunteers to assess their motivation and satisfaction levels 
as a basis of comparison since the authors indicated that people in this profession may 
actually be happier people. Additional areas for study may include other nature projects 
to assess their benefits to volunteers. The authors' study raised questions for future 
research in the area of restoration especially in the Chicago area after recent controversy. 
Additionally, the question of cause and effect should be explored, specifically with 
relation to volunteering and frequency. 
Volunteer Characteristics and Organizational Characteristics 
The research review recommended recruitment strategies to boost the recruitment 
and satisfaction of volunteers (Bussell & Forbes, 2002; Ellis, 2002; Goebel, 2005 Strigas, 
2006; U.S. Department of Health and Human Services, 2005). Stringas and Jackson 
(2003) blamed marketing as a primary problem in volunteer recruitment and retention. 
Development of a volunteer profile and matching volunteers to their respective area of 
interest is a key element of a volunteer recruitment strategy (Stringas, 2006; U.S. 
Department of Health and Human Services, 2005). Additional strategies include: (a) 
well defined organizational goals and objectives, (b) development and sharing of the 
organization's vision, (c) monitoring and controlling workload, (d) appreciation and 
recognition, (e) development of written manuals and volunteer materials, (f) performance 
assessment and (g) evaluation and attraction of individuals with personal values that 
match the organizations' (Bussell & Forbes, 2002; Ellis, 2002; Goebel, 2005; Strigas, 
2006; U.S. Department of Health and Human Services, 2005). The relationship between 
messages used to recruit volunteers, gender, and the values and understanding functions 
may be explored in further research related to the theory (Houle et al., 2005; Fletcher & 
Major, 2004). 
Strigas and Jackson (2003) cited the recruitment and retention of volunteer labor 
as a primary marketing problem. It is important for organizations to develop a profile of 
their volunteer and gear their marketing efforts to their respective segment of the 
population when recruiting (Strigas, 2006). Volunteers are integral to the well being of 
organizations and cannot be handled with a "haphazard approach" (Andrews, 2001, p. 
397). Agencies such as the Public Health Foundation Enterprises, Women, Infant and 
Children's program (WIC) have developed manuals to standardize all aspects of the 
volunteer program, from initial screening, interviewing, and orientation to on-the-job 
monitoring, retention and subsequent recognition (Andrews, 2001). 
A series of recruitment strategies have been recommended by researchers to boost 
recruitment and satisfaction of volunteers (Bussell & Forbes, 2002; Ellis, 2002; Goebel, 
2005; Strigas, 2006; U.S. Department of Health and Human Services, 2005). 
1. Development of well-defined organizational goals and objectives 
2. Development and sharing of organizational vision for success 
3. Matching of assignments with volunteer's skill and abilities 
4. Monitor and control workload for volunteers 
5. Appreciate and recognize volunteers 
6. Allocate resources for development of written manuals and volunteer 
materials 
7. Involve volunteers in performance assessment and evaluation process 
8. Attract volunteers with personal values that relate to the organization. 
Grossman and Ferano (2002) suggested three elements essential to retention of 
volunteers are (a) screening of volunteers to ensure proper placement within the 
organization, (b) orientation and training to provide mission and necessary skills, and (c) 
ongoing management and support staff. 
Volunteerism and Recruitment: Empirical Studies 
Yavas and Riecken (1985) conducted a predictive (correlational) study about the 
relationships between demographic characteristics, attitudes, and volunteering (time 
donation behavior). They observed that marketing efforts contributed to the success of a 
variety of nonprofit organizations' events. Their review of literature reported "resource 
attraction" as a vital need for nonprofit agencies but found a gap in literature dealing with 
marketing and its role in volunteer recruitment. The study was conducted in Muncie, 
Indiana, known for its basic American values, referred to as "Middletown" by Caplow, 
1982 (as cited by Yavas & Riecken, 1985, p. 219). A random sample of 329 males were 
surveyed by telephone survey. The demographics of the sample were similar to the 
overall area population. 
A single dichotomous (yeslno) question measured respondents volunteering (time 
donation behavior), and 30% responded positively (comparable to other literature). 
Independent variable of attitudes was measured by a 10 item, 3-point unidimensional 
Likert scale (Agree to Disagree scale). Exploratory factor analysis revealed this to be a 
four factor scale (benefit to the individual, familyljob demands on time, benefit to the 
community and willingness to donate); however, low reliability was reported (ranging 
between .55 and .60). Six attribute variables were measured with a dichotomous scale: 
(a) marital status (marriedlother), (b) children at home (yeslno), (c) occupation (blue 
collarlwhite collar), (d) age (under 35lover 3 3 ,  (e) education (less than collegelattended 
college) and (f) income ($15,000 and overlunder $15,000)). Stepwise discriminate 
function analysis showed demographics alone and demographics and attitude were 
associated with volunteering (respondents 35 years of age and older, who held white- 
collar jobs, and had higher education, who felt less influenced by family or job on 
demands of their time were associated with volunteering. The best discriminator was age 
and the best attitude discriminator was family or job demands of their time. Overall age, 
occupation and education were found to be significant correlates in volunteering. 
Yavas and Riecken (1985) reported limitations in their ability to make generalized 
profiles of donors due sampling t and variable measures. However, they noted that the 
similarities in the characteristics of time and money donors may be used to benefit 
volunteer-time dependent organizations by allowing them to target solicitation through 
mailing lists and clearing houses, providing a means for volunteer appeals through 
targeted messages promoting the donor's self-image. 
Yavas and Riecken (1985) reported the following recommendations for areas of 
future study: (a) replication of the study broadening the scope to include both males and 
females in the sample to determine sex-specificity of volunteerism; (b) measuring time 
donation as a contribution; (c) identification of organization type and its correlation to 
demographic, attitudinal and personality characteristics; (d) measurement of the 
usefulness of volunteer characteristics to particular volunteer organizations; and (e) 
empirical verification of the similarities of demographic and attitudinal characteristics of 
time and money donors and anatomical part donors. The issue of reliability of the 
attitudinal scales limited the internal validity; however, internal validity strengths 
included an adequacy of the sample size for data analysis and level of statistical analysis. 
External validity strengths were in random sampling and representativeness of the sample 
to the population; however, a limitation was male study participants only. 
Wymer (2003) conducted a mixed, predominantly quantitative, explanatory 
(correlational) study of volunteer motives. His purpose was to provide nonprofit 
managers engaged in volunteer recruitment with a better understanding of volunteers' 
motives for service and retention. Wymer's (2003) literature review identified gaps in 
previous research that focused mostly on demographic comparisons of volunteers and 
their motives. Studies had been "too narrow to the extent that it has often relied 
exclusively on demographic correlates" focused on "variables from a single conceptual 
dimension" and "too broad in that they attempted to account for all forms of 
volunteering" (Wymer, 2003, p. 267). Wymer (2003) presumed that marketing was a 
basis to understanding volunteers as a customer group and analyzing how they differed 
from other groups as opposed to previous research which treated all volunteers equally. 
Wymer relied on 1985 research related to targeting and differentiating volunteers 
conducted by Yavas, Reicken and Kotler, 1982. 
In Wymer's (2003) review, no studies were found examining the values of 
literacy volunteers. Wymer (2003) applied a marketing-oriented approach methodology 
for segmenting a sub-group of literacy volunteers to understand volunteer recruitment 
and retention. The scope of his study was limited to active, regular volunteering in 
formal volunteer organizations. Approximately 40 non-profit organizations (NPO) 
ranging from human service to educational and religious, from 2 Midwestern cities (1 
large and 1 small) participated in a mail survey with business reply envelopes. 1,016 
completed questionnaires were returned out of a non-probability sample of 3,400 that 
were delivered, a 30% response rate. Of these 86 were literacy volunteers, 851 were 
from other organizations and 72% were females. 
Segmentation analysis was conducted by "introducing different variable and 
seeing which reveal the most in the way of market opportunities" (Wymer, 2003, p. 268). 
In addition to demographic variables, social and lifestyle variables (facilitation), 
personality variables (empathy and self-esteem) grounded in prior research by Wymer, 
Riecken and Yavas in 1996, personal values (beliefs and prosocial values) and intensity 
of volunteer service were used in the study. 
The Rokeach Value Survey (RVS) instrument of 18 terminal values previously 
used in volunteer research by Mahoney and Pechura in 1980 to measure rank-ordered 
values such as "sense of accomplishment", "happiness", "pleasure", "self-respect/ self- 
esteem", "equality", "freedom", "salvation", "social recognition", and "wisdom" was 
utilized. The survey instrument is known for its ease of use and evidence of reliability 
and validity. However, the ordinal level data using such a broad range resulted in greater 
discrimination in those items ranked near the middle, while those items ranked at the 
extreme high and low ranges changed the least during retests+. A 9-point Likert scale 
was used to measure "facilitation". Weber (2003) chose "logistic regression" to analyze 
the independent variables as predictors of literacy volunteering which "involved a series 
of stepwise multiple regression procedures" (p. 274). Facilitation, household size, 
income, pleasure, salvation, and social recognition were found to be statistically 
significant as predictors of literacy volunteering, with facilitation actually being a 
negative predictor. Values were found to be useful in the prediction of literacy 
volunteering. 
In the qualitative portion of the study volunteers were asked to answer open- 
ended questions to describe the events leading to their literacy volunteering, their reasons 
for continued volunteering and the rewards and benefits of volunteering. Mass 
production appeals such as public service announcements and mass postings were 
successful in recruitment of literacy volunteers, while social ties, as a predictor, were not 
as strong. 
Internal validity strengths of this study are the reliability and validity of the 
measures of variables tested by the Rokeach Value Survey Instrurneizt, the quality of the 
grounded theory, and clearly defined data collection. The results of this study 
demonstrated that sub-groups such as the literacy volunteers, can be segmented from 
other types of volunteers. NPO managers can utilize information pertaining to 
volunteers' core values to assist them in developing recruitment messages, allow them to 
give volunteers time to develop their core values, thus satisfying and retaining volunteers. 
External validity strengths include its generalizability to other populations. Wymer 
(2003) suggested that future studies should address "how sub-groups of volunteers differ" 
(p.280) and should "discover other useful domains and variables which differentiate 
important to sub-groups of volunteers and to understand better the dimensionality of 
volunteer performance" (p. 282). 
Gazley and Brudney (2005) replicated a 1990 qualitative study of Georgia City 
and county governments conducted by Brudney, 1993, that examined perceptions of 
volunteer value and conducted a comparative analysis with a 2003 survey. Gazley and 
Brudney's (2005) literature review was thorough and compared and contrasted theories 
pertaining to citizen volunteerism in government from the 1990's through post September 
1 1  Limited literature was found in the area of longitudinal analyses of volunteer 
programs, especially focusing on specific economic events or trends. After September 
1 lth, increases in applications to volunteer programs increased; however, analysis of their 
retention was not available (Gazley & Brudney, 2005). 
Data were collected from 661 Georgia local government entities through a mail 
survey to chief administrators (clerks, countylcity administrators or managers) with a 
48% response rate that included 85 counties, 230 cities and 1 consolidated government. 
Internal validity strength was the adequate sample size, clearly described procedures 
which allows replication and the reliability and validity of the pre-tested survey. .A 
marked increase in volunteer utilization occurred between 1990 and 2003, consistent with 
the assessments made by the National Association of Counties. 
A comparison of volunteer involvement was made against the poverty rate and 
population growth levels which indicated that Georgia communities with greater 
population growth were more likely to involve volunteers while poorer counties had less 
volunteer involvement in public service. Gazley and Brudney (2005) attributed this to 
the government's capacity to handle volunteers. Seventeen service areas in which 
volunteers were involved were measured using an improved survey with a wider range of 
services for volunteer involvement. Fire service and economic development had the two 
highest areas of involvement. Sixteen volunteer program features including "training for 
volunteers", "reimbursement for work related expenses", and "recognition activities" 
were measured on a percentage basis from "to some extent: or to a great extent". Public 
managers' perspectives of 14 advantages and 14 disadvantages of volunteer involvement 
using a five-point Likert scale, measuring "agree" and "strongly agree". The 2003 survey 
also had a question pertaining to whether the September 11 attack had an effect on the 
volunteer activities in their county government. 
External validity weakness are the limitations to only one state and that it 
addressed only volunteer involvement in local government. Future studies should 
examine the permanent effects of volunteering on communities, including increases in 
number of volunteers and increased financial support for volunteer operations. 
Hellman and House (2006) conducted an exploratory (correlational) study that 
examined the relationship between volunteer training, service self-efficacy, social 
support, experiences to victim blaming, overall satisfaction, affective commitment, and 
sustained volunteer efforts for victims of sexual assault. Limited literature of rape crisis 
volunteers who provide direct-care services to sexual assault victims, theories about 
sustained volunteerism and satisfaction, and studies about the volunteer process model 
were examined; leading to a gap in the literature related to the relationship of volunteer 
training, social support and self-efficacy and sustained volunteerism. A small 
convenience sample of 28 (45.2% response rate) volunteers of a nonprofit rape crisis 
center located in a southern U.S. large metropolitan city was obtained. This resulted in 
Hellman and House's study of sustained volunteerism testing the proposition of the 
volunteer process model developed in 1995 by Omoto and Snyder (as cited in Hellman & 
House, 2006). A 5-point Likert-scale was used to measure overall satisfaction (1 = 
Strongly Disagree to 5 = Strongly Agree) and intent to remain (1 = not at all to 5 = very 
likely), with the higher scores reflecting higher levels of satisfaction and intent to remain. 
Affective commitment was measured using the Allen and Meyer's (1996) five-item 
Affective Commitment scale presented on a 5-point Likert scale. Cronbach's alpha for 
these scores was .80. 
Measures were developed specifically for this study for four variables. The 
participant's perceived value of monthly meetings was measured using a four-item, 5- 
point Likert scale, with a Cronbach's alpha of .84. Volunteer self-efficacy was measured 
using a 7-item, 5-point Likert scale with a Cronbach's alpha of .76. Social support was 
assessed using a 4-item, 5-point Likert scale with a Cronbach's alpha of .77. Victim 
blaming was assessed through a 5-item, 5-point Likert scale with a Cronbach's alpha 
of.73. Hellman et al. (2006) noted that "it is well documented that behavior intention is 
among the best predictors of subsequent behavior" (p. 37). 
Although the small sample size was a limitation on generalization, data results 
showed construct validity. Since the inter-item correlations were relatively high, 
construct reliability was high. Internal validity strength of this study is that all scales 
were reliable. 
Pearson correlations were used to examine the relationship between satisfaction, 
commitment and the intent to remain. Overall satisfaction and the variables of perceived 
value of monthly meetings were found to be significantly correlated with a statistically 
significant positive correlation between overall satisfaction and the intent to remain, and 
overall satisfaction and service self-efficacy while intent to remain and affective 
commitment and social support and affective commitment were not statistically 
significant. 
Small size of only 62 volunteers, self-reporting and cross-sectional design were a 
threat to external validity. An external validity weakness of the study is that the sample 
was non-random. The authors found that the value of ongoing training for volunteers 
serving in a high stress environment is an area that merits further attention. Continued 
training may improve self-efficacy, strategies for addressing victim blaming attitudes, 
and have an effect on volunteer sustainability and may be an area for future study. Their 
findings reported that volunteers reporting a high level of overall satisfaction were also 
high in reporting high levels of affective commitment and intent to remain. Hellman and 
House's study may provide direction for future research in this area. 
Internal validity strengths were very few since the sample was too small for data 
analysis, thereby providing questionable validity of new measures. Future studies should 
address a larger sample size and psychometric study of the new measures. 
Volunteerism and Retention: Empirical Studies 
Hager and Brudney's (2004) explanatory (correlational) study of volunteer 
management supported by the UPS Foundation, the Corporation for National and 
Community Services, the USA Freedom Corps., and the Urban Institute was the first of 
its kind to undergo a national study of volunteer management capacity. Their purpose 
was to document volunteer management practices of charities and to explain the 
relationship between adoption of such practices and retention rates. The researchers 
identified retention as "a goal for most charities, as well as an indication of the success of 
its volunteer program" (Hager & Brudney, 2004, p. 9). 
Hager and Brudney (2004) utilized telephone interviews with volunteer 
administrators or executive managers of charities from a simple random sample of 
approximately 3000 charities that filed a Form 990 with the IRS in 2000. No response 
rate was noted in the study. In order to measure retention, the researchers asked, "Of the 
volunteers that worked with your organization on year ago, approximately what 
percentage would you say are still involved as volunteers?" (Hager & Brudney, 2004, p. 
9). The responses ranged from 3% of organizations having a zero retention rate to 17% 
having a 100% retention rate, with the remainder reporting a median retention rate of 
80% on a scale of 0 to 100. Additionally, eighteen factors, grouped into four categories, 
practices that affected the retention rate (rated as negative influences and positive 
influences variables statistically significant at p < 0.10): management practices, 
investment in volunteer resources, the value brought by volunteers to the organization 
and other organizational characteristics. 
Using multiple regression analysis with the model adjusted to R2 = 0.247, the 
researchers found that charities which hosted recognition activities for their volunteers, 
offered training and professional development opportunities and used screening 
procedures to match volunteers with assigned jobsltasks were associated with a higher 
rate of retention, indicating that retention is related to what the organizations do for the 
volunteers. Inversely, practices associated with benefit to the organization, such as 
regular communication and supervision resulted in a reduced desire for volunteering. 
Age was also a factor associated with lower retention rates ( p = -.36) but was explained 
as a matter of life circumstances for younger volunteers as opposed to more rooted, stable 
older volunteers. 
Hager and Brudney (2004) focused their study on the adoption of nine 
recommended practices for volunteer management by charity: 
supervision and communication with volunteers, liability coverage for volunteers, 
screening and matching volunteers to jobs, regular collection of information on 
volunteer involvement, written policies and job descriptions for volunteers, 
recognition activities, annual measurement of volunteer impact, training and 
professional development for volunteers and training for paid staff in working 
with volunteers. (p. 1) 
Their findings showed that while charities were receptive to adopting the 9 volunteer 
management practices, their adoption depended upon its specific needs and 
characteristics. Ability to adopt certain practices could be limited by the organizational 
resources and may be dependent on the size of the charity, the use and role of the 
volunteers, and the nature of the charity industry. 
Snyder, Omoto and Crain (1999) conducted a cross-sectional, longitudinal field 
study and laboratory studies of AIDS volunteers and non-volunteers to develop an 
understanding of why people become volunteers and what sustains their activities over 
time. Their research was guided by prior conceptual analysis of volunteerism by Omoto 
& Snyder, 1990, and Omoto, Snyder and Berghuis, 1993 (Snyder et al., 1999). They 
identified five primary motivations for their volunteers: expression of personal values and 
beliefs, greater understanding of an issue important to the, giving back to the community, 
personal development and esteem enhancement. 
Volunteers of AIDS and hospice service organizations were asked to respond to 
several questionnaires during the course of their participation, related to their work 
expectations, volunteer expand experiences and how their lives were affected by their 
experiences. Non-volunteers' motivations for working with terminally ill was examined 
in an experimental study to assess how non-volunteers perceive AIDS and non-AIDS 
volunteer work. Snyder et al. (1999) found both groups to have similarities in their type 
of work and their motivations for volunteering. They also found a relationship between 
motivation and the length of time that volunteers remain active, with volunteers with self- 
focused motivations (i.e., personal development, understanding, esteem enhancement) 
remaining in service longer than those with other focuses (i.e., values, beliefs and 
community concerns). The researchers found a negative relation between social support 
and volunteer retention in that the more support volunteers had in their lives, the less time 
they remained active as volunteers. This was a surprising result for the researchers who 
had found previous research by Cohen and Willis, 1985, showed that volunteers with 
high levels of social support were buffered against effects of stress associated with 
volunteering and would be likely to remain in a volunteer role for a longer period of time 
(as cited in Snyder, Omoto, & Crain, 1999, p. 1180). 
Active AIDS volunteers in a field study were given questionnaires about their 
experiences as volunteers including experiences regarding stigmatization. The volunteers 
were followed a year later and then a year and a half later. Approximately 50% of the 
volunteers were still active after one year. The volunteers that remained and those that 
had quit showed similar amounts of stigmatization and support from family and friends. 
However, inactive volunteers had feelings of greater stigmatization but did not leave less 
satisfied than current volunteers. Internal validity strength is that stigmatization could 
result in volunteer turnover and therefore affect retention. External validity strengths 
include the sampling model and length of the study. 
Skoglund (2006) conducted a qualitative study about volunteer retention. She 
used a non-experimental descriptive research design, with Caring Hearts volunteers, a 
volunteer-based bereavement program at a Texas Military hospital. Skoglund's (2006) 
literature review was brief and fairly current while comparing and contrasting theories 
about role identity theory (Grube & Pilavian, 2000); and volunteer training (Logue, 
2001). Empirical studies by McCurley and Lynch (1996), and Wymer and Starnes 
(2001), about volunteer retention were examined, leading to concurrence in the literature 
about the critical initial period of a volunteer's experience and their continued service. 
Citing retention of volunteers and turnover as a serious problem for groups dependent on 
volunteers to carry out their organizational mission, Skoglund, (2006) examined the 
propositions of professional development as related to volunteer retention developed by 
Wyman and Starnes (2001), and Grube and Piliavan (2000), role identity as it relates to 
an individual's concept of self and continued commitment to the volunteer organization 
(Skoglund, 2006, p. 218). 
A non-probability, convenience sampling plan resulted in the self-selected final 
data sample of 42 of 90 eligible respondents, resulting in a response rate of 46%. Data 
collection procedures were minimally described, and there was no report that the study 
was IRB approved. Respondents, in face-to-face interviews with social workers, were 
given a survey consisting of six open-ended questions. 
Skoglund's (2006) study resulted in three major findings: (a) Volunteers often 
feel alone in their work, (b) Ongoing training and development is essential, supporting 
Wymer and Starnes (2001), who found that learning opportunities coupled with personal 
and professional growth were related to positive volunteer experiences, and (c) Ample 
opportunity was provided to the respondents of this study to cultivate their role identity, 
which was identified as essential to a positive volunteer experience by Grube and Piliavin 
(2000). This finding further confirmed Lynch (2000), who stated that "Volunteer 
retention in its simplest form, is making volunteers feel good about their assignment and 
themselves. "If the volunteer experience makes the volunteers feel good, then they will 
continue to want to volunteer" (Skoglund, 2006, p. 217). 
A limited sample size and non-random selection is a threat to external validity 
however, the study took place in the Caring Hearts organization, a natural setting. These 
findings led to Skoglund (2006) conclusion that Caring Hearts should develop a support 
group and ongoing training seminars to reduce volunteer turnover. In addition, future 
longitudinal studies to monitor volunteers' needs and desires were recommended to 
measure the influence of established programs. 
Schrock, Meyer, Acher, and Snyder (2000) conducted a mail survey of Master 
Gardner's motivation and retention with a random sample of 417 current and former 
Missouri Master Gardeners with an initial response rate of 51%. A secondary mailing 
resulted in a total response of 282 (67%). Their literature review found prior volunteer 
retention literature lacked statistical analysis to back author's opinions of effective 
retention. However, research related to volunteer retention found that volunteer worker 
turnover was similar to that of paid-employee turnover. 
Schrock et al. (2000) used an adapted Rohs and Westerfield's 1996 Master 
Gardener Societal and Personal Benefits survey, modifying it to Clary's et al. 1998 VFZ 
components of: understanding, values, enhancement, social, protective and career. 
Respondents were asked to rank specific benefits provided to them as Master Gardener 
volunteers using a 5-point Likert scale with a range of 1 = strongly disagree to 5 = 
strongly agree. 
Schrock's et al. (2000) study found that the greatest benefit expressed by 
volunteers was related to the knowledge and education received. Flexibility of volunteer 
tasks was also highly ranked, however, the authors noted that the range of answers was 
widespread across the scale and thereby limited external validity. Volunteers were 
neutral in their responses related to increase in retention rates due to praise and 
recognition. More active volunteers were more likely to provide favorable responses to 
the benefits provided. The authors suggest matching volunteer tasks to their motivation 
for volunteering as a means of enhancing the volunteer experience. Internal validity 
strengths are the reliability and validity of measure variables and testing based on Clary's 
et al. Volunteer Functions I~zventory (VFI). Schrock et al. (2000) suggest the use of VFI 
as a valuable management tool to assess and match volunteers in organizations for a 
mutually desirable experience. 
Mowday et al. (1979) initiated a series of empirical studies to establish a "general 
measure of commitment7' (p. 228). Their study included 2,563 employees from nine 
organizations ranging including governmental agencies, university, hospital, bank, 
telephone company, scientists and engineers, auto company managers, psychiatric 
technicians, and retail management trainees. Their study utilized the 15-item 
Organizational Commitment Questionnaire (OCQ) with responses rated using a 7-point 
Likert scale with a range of 1 = strongly disagree to 7 = strongly agree. Six of the 
questions were negatively phrased and reverse scored. 
Mowday's et al. (1979) study reported .90 coefficient alpha with a range between 
.82 to .93 as estimates of internal consistency reliability. The scale has been analyzed 
and has included test-retest reliability with r = 0.53 and 0.75 in repeated studies over 2 to 
4 month periods. Factor analysis was performed on 6 samples to examine homogeneity 
with "results rotated to Kaiser's (1958) varimax solution"(Mowday et al., 1979, p. 232). 
Eigenvalues associated with the second factors did not exceed 1.0, therefore construct 
validity was established with the OCQ as unidimensional (Mowday et al., 1979). 
Convergent validity was established with related attitudinal instruments by "relatively 
consistent relationships in the predicted direction between commitment and measures of 
employee turnover, absenteeism, tenure in the organization, and, to a lesser extent, 
performance on the job" (Mowday et al., 1979. p. 243). The OCQ has high internal 
reliability. Internal validity strengths of the study are the reliability and validity of 
measures, test and retest utilizing the 15-item Organizational Commitment Questionnaire 
(OCQ). Mowday et al. (1979) suggested future research compare the "attitudinal and 
behavioral conceptualization of commitment", and their relationships (p. 244). 
Additionally, more research should be conducted in the area of antecedents of 
commitment, the outcomes of organizational commitment, the commitment-job 
performance relationship, and commitment as a predictor of behavior. 
In a study of 28 teachers in Tel Aviv, Israel, Weisberg (1994) considered 
intention to leave as a "signal of quitting" (p. 4). Weisberg (1994) conducted a study for 
the purpose of examining the effectiveness of measuring burnout of the teachers to 
predict intention to leave their jobs. In-depth interviews were conducted at a secondary 
school. A questionnaire consisting of a 21-item burnout inventory and a 3-item Intention 
to Leave scale was translated into Hebrew and administered by the researcher. A 5-point 
scale, 1= very little, 2 = little, 3= average, 4= much, and 5 = very much, was used to 
measure the teacher's intentions to leave their current teaching job. The survey questions 
consisted of: "To what extent do you agree to the following statements? (1) I have 
considered leaving teaching; (2) I think that if I were choosing my career again, I would 
choose teaching; (3) I think in the near future I will leave teaching" (Weisberg, 1994, p. 
6). The intention to leave score was calculated by the mean of the value to the three 
responses with the second question being reverse-coded. 
The study was conducted in 3 stages: (a) a factor analysis was conducted to 
identify physical, emotional and mental dimensions, with Cronbach alpha-coefficients 
calculated for burnout and intention to leave; (b) Pearson correlations were used to test 
the relationship of age, tenure, and burnout measures with intention to leave; and, (c) 
intention to leave "was regressed three times on the three alternate burnout measures 
(overall, mean score, and three burnout factors) while age and tenure were included as 
control variables, to assess the level of significance and explained variance" (Weisberg, 
1994, p. 7). A single question was used to measure burnout and test its correlation with 
the other 21 burnout measures. Burnout and tenure had a significant impact on intention 
to leave. 
Intention to leave was significantly correlated with the question of burnout 
(p<0.05). Intention to leave had a mean score of 2.54 with a standard deviation of 1.02. 
Age, tenure, and intention to leave showed a consistent relationship and were found to be 
consistent with previous studies. Tenure was found to be negative but significant while 
age was found to be negative but insignificant. 
Synopsis of the Literature 
Theoretical Literature 
Volunteerism. The theoretical literature about volunteerism has various theories 
that result in varying but similar definitions. Volunteerism been defined in numerous 
scholarly publications as work that is unpaid, the value of which exceeds any 
compensation received the donor, benefits an individual or organization and is taken on 
freely (Ryan et a1.,2005; Mutcher et al., 2003). Clary et al. (1998) viewed volunteerism 
"as voluntary, sustained and ongoing helpfulness" and proposed that characteristics of 
volunteers merited further inquiry pertaining to motivations and what sustains their 
involvement over time (p. 1517). Davis (1999) identified four distinctive types of 
volunteers: (1) mutual aid or self help, (2) philanthropy or service to others, (3) 
participation, and (4) advocacy or campaigning. 
Clary and Snyder's (1991) functional approach theory suggested that people 
volunteer to satisfy their social and psychological goals; however, individuals may 
engage in similar activities for achievement of different goals. Houle et al. (2005) 
discussed the foundations of functional approach theory dating back over a hundred 
years, evolving to the classical premise of attitude theories by Katz in 1960 and Smith, 
Bmner and White in 1956. They proposed "that the same attitude could serve different 
functions for different people and that attempts to change attitudes would succeed to the 
extent that they addressed the functions served by those attitudes" (Clary et al., 1998, p. 
1517). The strength of the functional approach theory is its applicability to multiple 
disciplines, diverse forms of volunteering and its ease of use. It can provide a valuable 
tool for volunteer coordinators for use in recruitment and sustainability of program 
volunteers. The theory has strong empirical support is socially significant in addressing 
issues in the areas of motivation and satisfaction and is frequently referenced in research 
to explain interrelationships amongst motivational functions (Clary et al., 1998; Clary et 
a]., 1994; Houle et al., 2005). 
Wilson and Musick's (1997) integrated theory of formal and informal volunteer 
work was developed on three premises, that volunteer work is: (a) productive work 
requiring human capital, (b) collective behavior requires social capital; and (c) ethically 
guided work that requires cultural capital, and that there is an interrelationship between 
the different types of volunteering. The theory is socially significant addressing essential 
issues of formal and informal volunteering and is applicable to multiple disciplines, a 
wide variety of diverse forms of volunteering, and applicable to the course of normal 
events (St. Johns & Fuchs, 2002; Wilson & Musick, 1997). Wilson and Musick (1997) 
identified gaps in the area of apprenticeships for volunteer work and identified the need 
for more rigorous testing of mandatory or obligatory volunteering. 
Omoto and Snyder's (2002) conceptual volunteer process model identified the 
three stages of volunteering: antecedents, the volunteer experience and the consequences. 
Consistent with the functional approach, the theory's major assumption is that individuals 
may volunteer in the same activity but may fulfill different motives for their continued 
involvement in the activity. The model provides a conceptual framework for organizing 
work in the field of volunteerism. Its social utility provided extensive usefulness in the 
area of empirical research of HIV and AIDS volunteers. The theory is frequently 
referenced by researchers in various disciplines and has been empirically validated in 
other studies (Clary & Snyder, 1991; Fuentes & Jimenes, 2000; Omoto & Snyder, 2002; 
Omoto & Snyder, 1995). Further development may be conducted with larger samples of 
AIDS volunteers. 
Motivation. Seminal theoretical works in the field of motivation include those of 
Herzberg et al. (1959), Maslow (1943), and McClelland (1976). The theoretical literature 
by Maslow (1943), one of the most popular and often cited works pertaining to human 
motivation, provides a theoretical framework on motivation and the satisfaction of the 
needs-hierarchy. Once an individual's lower needs are met, they will be motivated to 
move on to their next unsatisfied need, i.e., a person will move to satisfy their 
physiological needs first before moving on to safety, love, esteem, and lastly, self- 
actualization. McClelland7s (1989) content achievement theory was based on Murray's 
1938 theory of personality and identified three basic needs: achievement, power and 
affiliation which an individual may possess as a combination and may change over time. 
Individuals will respond differently to rewards as motivators in accordance to their need 
for satisfaction. 
The functional approach theory of volunteerism has its roots in psychology and 
dates back over a hundred years according to Houle, Sagarin and Kaplan (2005). 
Classical premise of attitude by Katz, 1960, and Smith, Bmner and White, 1956 provided 
one of "the most familiar examples of functional theory by proposing that the same 
attitude could serve different functions for different people and that attempts to change 
attitudes would succeed to the extent that they addressed the functions served by those 
attitudes" (Clary et al., 1998. p. 1517). 
Daugherty et al. (2005) found the theory to be further developed by Daniel Katz 
in 1960 who stated "that any given attitude held by any given individual will serve one or 
more of four personality functions: a utilitarian function, knowledge function, ego- 
defensive function, and value-expressive function" (Functional Sources of Attitude, para. 
2). The utilitarian function states that people are motivated to work towards rewards and 
avoid punishment. The knowledge function acknowledges an individual's motive to seek 
out information to bring about better understanding of their environment. The ego- 
defensive function is used by individuals as a natural inclination to protect themselves 
from internal and external threats, preserving self image. The value expressive function 
allows individuals to express their own values or convictions (Daugherty et al., 2005). 
Clary and Snyder's (1991) functional approach theory explained that people 
volunteer to satisfy their social and psychological goals; however, individuals may 
engage in similar activities for achievement of differing goals. Clary and Snyder (1991) 
defined functional analysis to include "reasons and purposes that underlie and generate 
psychological phenomena - the personal and social needs, plans, goals and functions 
being served by people's belief's and their actions (p. 123). Clary and Snyder (1991) 
identified six major constructs of motivational functions that may be affected by 
volunteering: values, understanding, career, social, protective function, and 
enhancement. The values function refers to altruistic or humanitarian needs and concern 
for others. This function is similar to Katz's value-expressive function and Smith's 
quality of expressiveness (Houle et al., 2005). The function of understanding provides an 
opportunity to increase knowledge and enhancement of personal skills and abilities. The 
career function refers to potential experiences that can be utilized to benefit career 
development. The social function allows individuals to fit into social groups and "is 
similar to Smith's et al. 1956 social adjustive function (Houle et al., 2005, p. 338). The 
protective function is whereby an individual's motive for volunteering is to cope with 
inner anxieties and guilt. Smith's et al. 1956 externalization function and Katz's 1960 
ego-defensive function are similar to this function (Houle et al., 2005, p. 338). Finally 
the last function served by volunteerism is enhancement, which deals with self-esteem 
and self-confidence. The functional approach is a "multimotivational perspective"; 
individuals may be involved due to more than one motive and alternately, individuals 
involved in the same activity may be involved for different motives. The theme that 
volunteer behaviors and motivations do not depend upon the person or situations "but 
rather depend on the interaction of person-based dynamics and situational opportunities" 
has been a recurring one (Clary & Snyder, 1999, p. 159). They focus on the individual's 
motives for helping (Clary & Snyder, 2000). The functional approach theory is socially 
significant addressing issues in the areas of motivation and satisfaction 
Personal fulJillment and satisfaction. Herzberg, Mausner, and Snyderman's 
(1959) two factor theory of hygiene and motivation addressed a gap in the area of job 
attitudes. The theory paralleled Maslow by developing a list of factors that must be 
present before motivators can stimulate an individual. Herzberg et al. (1959) clearly 
defined hygiene needs to include: supervision, interpersonal relations, physical working 
conditions, salary, company policies and administrative practices, benefits and security. 
They theorized that once an individual feels they have attained a satisfactory level of the 
hygiene needs, they will work towards additional motivators of: achievement, 
recognition, possibility of growth, advancement and personal growth. Herzberg et al. 
(1959) proposed that factors leading dissatisfiers were not necessarily the opposite of 
satisfiers; for example, the opposite of job satisfaction would not necessarily by job 
dissatisfaction, but rather no job satisfaction. Glick (2006) supported the basic principle 
of the hygiene-motivation theory that one of the highest motivators for employees is 
"doing what they love" (p. 73). Herzberg's et al. theory is socially significant and is 
widely referenced as a motivational theory although no research was found to apply the 
theory to the area of volunteers and may be an opportunity for future study (Williams & 
Lankford, 2003). Herzberg et al. (1959) found the need for further testing of their 
hypotheses "with larger samples of individuals and over a much broader spectrum of 
educational and occupational backgrounds" (p. 102). 
Recruitment of volunteers. Theoretical literature in the area of recruitment of 
volunteers was sparse as standalone theoretical models. Most literature integrated the 
concept of recruitment with the constructs of motivation and satisfaction. Geiger (2005) 
described volunteer recruitment as successful when attainment of measurable results for a 
specific position description with agreed upon term of service occurs in conjunction with 
the individual volunteering attaining a sense of accomplishment. Ellis' (2005) theory 
included the process of continuously maintaining an organization's name and available 
volunteer opportunities in front of people. Maryland's Governor's Office on Service and 
Volunteerism (n.d.) outlined best practices for developing a volunteer program and 
described volunteer recruitment as "attracting and inviting people to consider 
involvement with your organization" (Best Practices for Developing a Volunteer 
Program, section 3, para. 1). Targeted recruitment messages structured towards non- 
targeted (seeking people with general skills) and targeted recruitment (aimed towards 
specifically skilled people) depending upon the needs of the organization and types of 
volunteers being sought was a consistent message (Stringas, 2006; U.S. Department of 
Health and Human Services, 2005). Techniques to recruit volunteers should be tailored 
according to the message and types of volunteers sought but may include everything from 
print and broadcast media, public outreach, and direct mail to the internet (Best Practices 
for Developing a Volunteer Program section 3, para. 6). Diversity should be incorporated 
as an essential element to recruitment to make the organization reflective of the 
community it serves. 
The Volunteer Resource Center (n.d.) described volunteer recruitment as a cycle 
with planning as an essential to a successful volunteer program. The planning process 
includes the design of volunteer positions, creation of application forms, policies and 
procedures and education of members of the organization with regards to volunteer 
involvement. Recruitment, orientations and training, supervision and evaluation, and 
recognition are all part of the ongoing cycle. There is a need to generate recruitment 
models in volunteerism. 
Retention of volunteers. Grossman and Ferano (2002) suggested three elements 
essential to retention of volunteers are (1) screening of volunteers to ensure proper 
placement within the organization, (2) orientation and training to provide mission and 
necessary skills, and (3) ongoing management and support staff. This model was 
consistent throughout the review of literature, promoting that volunteers should be 
screened for their motives so that proper placement may be made within the organization 
for optimum satisfaction and sustainability of the volunteer (Stringas, 2006). Clary et al. 
(1998) found that matching reasons for performing an activity and the satisfaction 
derived from the activity could be fundamental to motivating and sustaining the behavior 
(Fletcher & Major, 2004; Stingas, 2006). 
Organizational commitment. Mowday et al. (1979) observed that "commitment 
has been repeatedly identified as an important variable in understanding the work 
behavior of employees in organizations" (p. 225). While previous researchers had 
attempted to provide measures or organizational commitment, Mowday et al. (1979) 
found that they lacked "stability, consistency, or predictive powers" (p. 227). This gap 
led them to the development of the organizational commitment instrument utilizing the 
three aspects of commitment resulting in the 15-item Orgarzizational Commitment 
Questionnaire (OCQ), a self report questionnaire. 
Intention to leave. Ajzen's (1991) model clearly defined the antecedent to 
behavior as the person's intention to perform it along with measured intention, attitude, 
subjective norm, and perceived behavioral control. The theory serves as the framework 
to study attitudes toward behavior to predict intentions. TpB is socially significant, has 
social utility, and does not solely discriminate for one discipline but has applicability to 
more than one discipline (psychology, social science, and other human service 
professions) (Francis et al., 2004). Ajzen (1991) found gaps in the relationships of his 
framework. He suggested further study in the areas of expectancy-value model relations, 
and measures of the theory's constructs. Ajzen's Theory of Planned Behavior has been 
widely used as the theoretical basis for hundreds of studies since 1985 (Francis et al., 
2004). 
Empirical Literature 
Volunteerism. Greenslade and White's (2005) non-experimental, quantitative, 
explanatory study used Azjen's (1991) theory of planned behavior with Clary and 
Snyder's (1998) functional approach theory to assess and compare their usefulness and 
effectiveness to address the previous gap of the prediction of above-average participation 
in self-reported volunteerism. Internal validity strengths included the hypothesis testing 
for validations of variables of the theory of planned behavior and functional approach. 
Use of multiple regression analyses resulted in a high level of data quality. Their study 
found limitations in the 7-point Likert scale used to measure the constructs of perceived 
behavioral control as well as poor reliability due to self reporting by respondents. 
However, the items measuring self-efficacy were found to be reliable. External validity 
strengths were in the random sampling, however, the study was limited by use of only 
one organization. Clearly defined procedures allow for replication of the study. 
Additional study is needed with a broader range of respondents from a more diversified 
demographic population. Future studies may consider more objective measures of 
volunteer behavior from organizational records to decrease bias from self-reporting of 
intentions. 
Through a series of theoretical analyses and empirical studies, Omoto and Snyder 
(2002) developed their conceptual Volunteer Process model which identified three 
sequential stages in volunteering that unfold over a period of time: antecedents, the 
volunteerism experience itself, and the consequences of volunteerism. Omoto and 
Snyder's theory assumes that individuals may volunteer in the same activity but for 
different reasons thus fulfilling different motives for their involvement in the activity 
which may unfold over time. The model is a well developed guide to the volunteer 
process and is socially significant addressing essential issues of the volunteer process in 
the discipline of psychology. Its social utility provides a conceptual framework for 
organizing work in the field of volunteerism and helps in identification of issues for 
further study. 
Their research showed potential interactions between the stages and levels of 
analysis within the model and possible connections between volunteers, the organizations 
and their relationship to community. This model was used for empirical research on 
volunteer service programs in the United States responding to HlV and AIDS. Omoto 
and Snyder's research is frequently referenced in other literature, has social congruence, 
is well received among researchers across various disciplines, and has been validated in 
other studies (Fuentes & Jimenez, 2000). Future development of the model may include 
further empirical research pertaining to the interrelationship of the stages of volunteerism. 
Motivation and vohnteerism. Powers (1998) saw the need to address the area of 
motivation for volunteering. Stringas and Jackson (2003) realized that the same activity 
may actually satisfy different motives for different people. Strigas and Jackson (2003) 
conducted a pilot, methodological study to test a new 40-item 5-point semantic scale that 
examined motives for sports volunteering and describe characteristics of volunteers for 
marathon running events. The researchers recommended future study to explore the 
generalization of the study to sports on a global basis. The small convenience sample 
was a weakness which affects external validity. Future studies should expand the model 
to larger populations. The strength of the study was in the reliability estimates and 
establishing construct validity on a new scale. 
Snyder et al. (1999) conducted non-experimental and field studies with cross- 
sectional, longitudinal research methodologies to sample diverse populations of 
volunteers and non-volunteers. The theoretical framework of their study was grounded in 
the volunteer process and focused on the motivation, satisfaction and stigmatization of 
AIDS volunteers. 
The Work Motivation Inventory (WMI), a 77-item questionnaire based upon 
Maslow's hierarchy of needs, provides an appropriate tool for assessing work motivation 
and predicting job success and measures the importance placed on four major categories 
of accomplishment, recognition, power, and affiliation. The WMI was found to be 
reliable and valid. 
Several researchers have examined volunteer's motives, satisfaction and retention 
but have noted the need to pursue further studies regarding the interrelationships among 
these variables (Clary et al., 1998; Miles, Sullivan & Kuo, 2000; Nelson et al., 2004; 
Rice, Frone & McFarlin, 1992). McClelland was responsible for development of the 
Personal Values Questionnaire (PVQ) as a means of understanding the values and 
motivations of individuals, measuring three social values of achievement, affiliation and 
power. Believing there were gaps using this measurement, Barbuto and Scholl (1998) 
developed the Motivations Sources Inventory (MSI) to measure five sources of 
motivation: intrinsic process, instrumental, self-concept external, self-concept internal, 
and goal internalization. Perceptions, motives and satisfaction of volunteers and their 
respective recruitment and retention have been cited as a deficiency in literature (Bussell 
& Forbes, 2002; Clary et al., 1998; Finkelstein, Penner & Brannick, 2005). Future 
research should explore the needs and motives of people related to volunteer service tasks 
that afford the opportunity to fulfill those needs and the correlations with sustained 
volunteerism. 
Wilson and Musick (1997) identified gaps in the area of apprenticeships for 
volunteer work and identified the need for more rigorous testing of mandatory or 
obligatory volunteering. "The processes that initiate and sustain volunteering" 
(Finkelstein, Penner & Brannick, 2005, p. 403) such as motivation, fulfillment and 
satisfaction, have been examined by numerous researchers in the field of social 
psychology (Clary et al., 1998; Rice, Frone & McFarlin, 1992). Further study should be 
conducted to provide a better understanding of gender differences and motive functions 
since conflicts were found in studies with varying diverse populations conducted by 
Chapman and Morley, 1999, Okun, Bar ,  and Herzog, 1998, Penner and Finkelstein, 
1998, and Switzer et al., 1999, in review of literature relating to gender (as cited in 
Fletcher & Major, 2004). More longitudinal data study should be conducted pertaining to 
motivation and satisfaction (Finkelstein et al., 2005). 
Limited literature is available as to the motives for volunteer participation in 
government especially in longitudinal analyses (Gazley & Brudney, 2005). Allison et al. 
(2002) used a mixed method design with the VFI and in depth probes of motives for 
volunteering, and found three different motives in addition to those in the VFI for 
volunteering through qualitative analysis. Building on the works of Allison et al. (2002), 
it is recommended that further research should provide an in-depth exploration of 
volunteer motives for participation using the Volunteer Functiorzs Inventory (VFI), and 
open-ended measures of volunteer motivation. Bussell and Forbes (2002) expanded on 
the attributes of a volunteer, defining a volunteer within the context of where 
volunteering occurs, characteristics of who volunteers, and motives for volunteering. 
Empirical studies have examined the relationships among motives, satisfaction of 
volunteers and their respective recruitment and retention (Finkelstein et al., 2005; Penner, 
2002). However, few studies have examined this relationship in government 
organizations (Gazley & Brudney, 2005). 
Satisfaction and volunteerism. The research evidence consistently demonstrates 
that individuals may use the same activity to satisfy different motives (Omoto & Snyder, 
2002; Stringas & Jackson, 2003). Omoto and Snyder's (1995) study found that 
satisfaction with volunteerism was found to be related to longevity of service among 
volunteers. The role of motives and fulfillment, along with the initiation and 
sustainability of volunteers in different settings, has been explored. Findings indicated 
that the more an experience satisfied the volunteer's motives, the stronger the intentions 
were to continue in their role (Finkelstein, 2006). Finkelstein's (2006) study using Rioux 
and Penner's 2001 Citizenship Motives scale was the first empirical examination of the 
role of motive fulfillment in maintaining Organizational Citizenship Behavior and 
concurred with previous studies regarding motive fulfillment by volunteer activity 
(Davis, Hall & Meyer, 2003; Finkelstein, 2006). 
Dhanasarnship et al. (2006) reviewed linkages related to work values, needs, and 
satisfaction using Wollack's et al. Survey of Work Values (SWV) and Smith's et al. Job 
Descriptive Index (JDI). Their findings showed significant differences in work values 
and job satisfaction in the two work categories evaluated, making these variables useful 
in prediction of job satisfaction. 
Greenslade and White (2005) conducted a non-experimental, correlation study 
to address a gap in literature to determine above-average participation in volunteerism 
using the predictive power of Azjen's theory of planned behavior and Clary and Snyder's 
functional approach theory as their basis. Their findings found a positive relationship 
between individuals with positive attitudes towards volunteering and their perceived 
pressure from others to perform the behavior would make them more likely to volunteer. 
Future studies in this area may include replication with a larger, broader, more diversified 
demographic sample. 
Finkelstein's (2006) study replicated and expanded earlier studies to examine 
the relationship of constructs from Clary's et al. (1998) functional model and Penner's 
2002 integrated framework of functional analysis and role identity theory to explain long 
term volunteerism. In addition to utilizing the VFI and measuring role identity, the 
Prosocial Personality Battery (PSB), a 30-item self report measure of empathy and 
helpfulness was used. Finkelstein's et al. 2005 study was useful in demonstrating the 
predictability of volunteers using the role identity theory. More longitudinal data study 
should be conducted pertaining to motivation and satisfaction (Finkelstein et al., 2005). 
Organizational commitment. Recognizing the link between behavioral and 
affective commitment, Meyer and Allen (1991), based their three-part approach to 
measure organizational commitment on Mowday's et al. (1979) concept. Meyer and 
Allen (1991) utilized the Affective, Continuance, and Normative Commitment Scales, 
each eight-item scales, to measure components of organizational commitment. Further 
testing should be conducted of the model since findings indicated that the scales may be 
unitary and were not completely independent (Meyer & Allen, 1991). 
Recruitment of volunteers. The research review included recommended 
recruitment strategies to boost the recruitment and satisfaction of volunteers (Bussell & 
Forbes, 2002; Ellis, 2002; Goebel, 2005 Strigas, 2006; U.S. Department of Health and 
Human Services, 2005). Stringas and Jackson (2003) blamed marketing as a primary 
problem in volunteer recruitment and retention. Development of a volunteer profile and 
matching volunteers to their respective area of interest is a key element of a volunteer 
recruitment strategy (Stringas, 2006; U.S. Department of Health and Human Services, 
2005). Additional strategies include: well defined organizational goals and objectives, 
development and sharing of the organization's vision, monitoring and controlling 
workload, appreciation and recognition, development of written manuals and volunteer 
materials, performance assessment and evaluation and attraction of individuals with 
personal values that match the organizations' (Bussell & Forbes, 2002; Ellis, 2002; 
Goebel, 2005 Strigas, 2006; U.S. Department of Health and Human Services, 2005). 
Intention to leave and retention of volunteers. The review of literature 
suggested that volunteer recruitment and retention in the community may be a challenge 
due to the increasing number of voluntary organizations, the increasing need for 
community involvement, and the decreasing numbers of civic-minded individuals (Baker, 
1995; Putnam, 2000; Skoglund, 2006). Clary et al. (1998) found that matching of the 
reasons for performing an activity and the satisfaction derived from the activity could be 
fundamental to motivating and sustaining behavior (Fletcher & Major, 2004; Stringas, 
2006; U.S. Department of Health and Human Services, 2005). Empirical studies by 
McCurley and Lynch (1996) and Wymer and Starnes (2001) about volunteer retention 
were examined, leading to concurrence in the literature about the critical initial period of 
a volunteer's experience and their continued service. Hellman and House's (2006) study 
1 of sustained volunteerism tested the proposition of the Omoto and Snyder's (1995) 
volunteer process model to measure satisfaction and intent to remain. 
Citing retention of volunteers and turnover as a serious problem for groups 
dependent on volunteers to carry out their organizational mission, Skoglund, (2006) 
examined the propositions of professional development as related to volunteer retention 
developed by Grube and Piliavan, 2000 and Wyman and Starnes, 2001, role identity as it 
relates to an individual's concept of self and continued commitment to the volunteer 
organization (Skoglund, 2006, p. 218). 
The theory of employees eventually staying or quitting was addressed by 
Mowday et al., (1979) Their research utilizing the 15-item Organizational Commitment 
Questionnaire showed that organizational commitment, job satisfaction, and job 
involvement plays a role in the employee's affective responses to the job, and that 
affective response influences the employee's desire and intention to stay or quit. The 
intention to leave is a determinant of subsequent behavior of staying or quitting (Mowday 
et al., 1979; Steers & Mowday, 1981). Weisberg (1994) considered intention to leave a 
sign of quitting. His research measured burnout of teacher and their intention to leave 
their jobs as a predictor of their intention to leave utilizing a 3-item Intention to Leave 
scale. 
Conclusions 
1. Major theories that explain recruitment and retention with an emphasis on 
volunteerism include the functional approach theory, the integrated theory 
of forma and informal volunteering, and the theory of planned behavior 
(Azjen, 1991; Clary & Snyder, 1991; Wilson & Musick, 1997). These 
theories have significant empirical validity, social utility, and significance 
(Clary & Snyder, 2000; Daugherty et al., 2005; Finkelstein et al., 1998; St. 
John & Fuchs, 2002). However, weaknesses included limited sample 
sizes and participation. 
2. Motivation models by Maslow (1991), Herzberg et al. (1959), and 
McClelland et al. (1961) are well-developed models with significant 
empirical validity, utility and significance. 
3. Clary and Snyder's (1991) functional approach theory is a predominant 
current model that may be used to assess the motivation of volunteers with 
significant empirical validity, utility and significance. Clary's et al. 
(1998) Volunteer Functions Inventory assesses the six functions of values, 
understanding, social, career, protective, and enhancement. The strength 
of the theory is its social congruence and discrimination (Clary & Snyder, 
1991; Finkelstein et al., 2005; Houle et al., 2005; Omoto & Snyder, 1995). 
4. Satisfaction of a need will promote motivation for the next level of need. 
An individual's motivations are the result of unsatisfied needs (Donovan, 
2006; Maslow, 1943). 
5. Examination of the relationships among perceptions, motives and 
satisfaction of volunteers and their respective recruitment and retention 
have been cited as a deficiency in literature (Bussell & Forbes, 2002; 
Clary et al., 1998; Finkelstein, Penner & Brannick, 2005). 
6. External criticism of Wilson and Musick's (1997) integrated theory of 
formal and informal volunteer work includes its social utility and 
discrimination (St. Johns & Fuchs, 2002; Wilson & Musick, 1997). The 
integrated theory was among the first models tested in studies conducted 
to assess the impact on formal and informal volunteering; however, a gap 
exists in establishing the relationship between formal and informal types 
of volunteer work with more studies needed in the area of apprenticeships 
for volunteer work, moral and practical education and who are their 
teachers and role models (Wilson & Musick, 1997). Additionally, they 
found the need for more testing especially in the area of obligatory 
volunteering. (Wilson & Musick, 1997). 
7. The Volunteer Process Model is a well developed guide to the volunteer 
process (antecedents, the volunteer experience, and consequences). It is 
consistent with the functional approach and accounts for attitudes and 
motivation of volunteers, assuming that individuals may volunteer in the 
same activity but for different reasons (Omoto & Snyder, 2002; Stringas & 
Jackson, 2003). The model has social congruence, is relevant and socially 
significant addressing essential issues of the volunteer process and is 
useful in providing a conceptual framework for organizing work in the 
field of volunteerism and identification of issues for further study (Fuentes 
& Jimenez, 2000). 
8. Stringas and Jackson (2003) blamed marketing as a primary problem in 
volunteer recruitment and retention. Techniques to recruit volunteers 
should be tailored according to the message and types of volunteers sought 
(Clary et al., 1998; Stringas & Jackson, 2003; U.S. Department of Health 
and Human Services, 2005). Organizations that used screening 
procedures to match volunteers with assigned jobsttasks were associated 
with higher rates of retention (Hager & Brudney, 2004). 
9. Development of a clear mission, program goals, job descriptions, 
recognition and appreciation, involvement in planning and satisfaction of 
personal goals were consistently cited as crucial to successful volunteer 
recruitment and retention (Bussell & Forbes, 2002; Ellis, 2002, U.S. 
Department of Health and Human Services, 2005; Zefran, n.d.). 
10. Development of a volunteer profile and matching volunteers to their 
respective area of interest is a key element of a volunteer recruitment 
strategy (Schrock et al., 2000; Stringas, 2006; U.S. Department of Health 
and Human Services, 2005; Wymer, 2003). 
11. The critical problem of what motivates individuals to volunteer is well 
established in the literature in the areas of education, sports, healthcare 
organizations (AIDS, hospice, mental health and hospitals), publiclprivate 
not for profit, national and international, however, increased social and 
psychological goals such as increased knowledge and education were cited 
as a benefits received by the volunteers (Hager & Brudney, 2004; 
Skodlund, 2006; Snyder et al., 1999). Little research was found pertaining 
to volunteers in the field of government and public administration (Snyder 
et al., 1999; Snyder, Omoto & Crain, 1999; Wymer, 2003; Yavas & 
Riecken, 1985). 
12. Ajzen's (1991) behavioral intention model of the theory of planned 
behavior (TpB) has consistent empirical support for the proposition about 
attitude (subjective norm), perceived control, and behavioral intention and 
has been used as the framework to study attitudes toward behavior to 
predict intentions (Greenslade & White, 2005). Intention to leave is a 
determinant of subsequent behavior of staying or quitting and was 
considered a "signal of quitting" and a predictor of turnover (Weisberg, 
1994, p. 4). 
13. Empirical results find relationships between satisfaction with length of 
service and time spent volunteering (Penner & Finkelstein, 1998). Several 
studies have demonstrated a relationship between volunteer satisfaction 
and retention (Miles, Sullivan & Kuo, 2000; Stringas & Jackson, 2003). 
14. Relationships among volunteer motivations and volunteer opportunities 
have been associated with volunteer retention and sustainability (Clary et 
al., 1998; Houle et al., 2005; Penner & Finkelstein, 1998). Targeting 
individuals with strong intentions has become a predictor of performance 
behavior (Ajzen, 1991). TpB is socially significant, has social utility and 
does not solely discriminate for one discipline but has applicability to 
more than one discipline (psychology, social science, and other human 
service professions) (Francis et al., 2004). Ajzen's Theory of Planned 
Behavior has been used as the theoretical basis for hundreds of studies 
since 1985 (Francis et al., 2004). 
15. Conflicting findings related to gender differences and suggest that further 
empirical study is needed to address motives in volunteer and non- 
volunteer settings and gender differences (Fletcher & Major, 2004, Nelson 
et al., 2004; Penner & Finkelstein, 1998; Rice et al., 1992). Although 
other demographic factors such as age and race were associated with 
volunteer satisfaction, this remains an area for further inquiry 
(Dhanasarnship et al., 2006). 
16. Limited sample size and convenience sampling had strong threats to 
external validity and generalizability to other populations (Fletcher & 
Major, 2004; Nelson et al., 2004; Skoglund, 2006; Stringas & Jackson, 
2003). Internal validity may be also be weakened by insufficient sample 
size for conduct of statistical analysis as well as limited diversity of the 
population (Dhanasarnship et al., 2006). 
17. Relationships among volunteers' needs, motives, their task selections and 
preferences can be measured using the six motives of values, 
understanding, social, career, protective and enhancement in the Volunteer 
Functions Inventory (VFI). The VFI has strong empirical support, 
provides a valuable tool for volunteer organizations to initiate and sustain 
volunteers may be utilized by volunteer coordinators to match volunteer 
motivations to volunteer opportunities to minimize turnover (Allison et al., 
2002; Clary et al., 1998; Houle et al., 2005). 
18. Other psychometrically sound instruments that measure achievement, 
affiliation and power include the Personal Values Questionnaire (PVQ) 
(McClelland, 1961) and the Behavior Motivations Sources Inventory 
(MSI) (Barbuto & Scholl, 1998). 
19. Cnann and Goldberg-Glen's (1991) Motives to Volunteer (MTV), a 
unidimensional scale, has been established as a valid measure for 
assessment of specific motives. Wollack's et al. Survey of Work Values 
(SWV) and Smith's et al. Job Descriptive Index (JDI) were used as valid 
tests to correlate the relationship between work values and job satisfaction 
(Dhanasarnship et al., 2006). Mahoney and Pechura's 1980 Rokeach 
Value Survey (RVS) instrument to measure rank-ordered values (Riecken 
& Yavas, 1996). Ajzen's (1991) Theory of Planned Behavior (TpB) 7- 
point scales were used to measure attitude, subjective norm and perceived 
behavioral control (Francis et al., 2004). 
20. Mowday's et al. 15-item Organizational Commitment Questionnaire was 
used to measure relationships between motivations, satisfaction and 
organizational commitment (Mowday et al., 1979; Nelson et al., 2004). 
Quinn and Staines' 1977 Quality of Employment Survey was used to 
measure relationship between work-nonwork conflict and satisfaction 
perceived quality of life (Rice et al., 1992). Prosocial tendencies were 
measured with the Prosocial Personality Battery (PSB) (Finkelstein et al., 
2005). 
Theoretical literature explaining the major volunteerism theories included those of 
Ajzen's (1991) theory of planned behavior of volunteerism, Clary and Snyder's (1991) 
functional approach, Omoto and Snyder's (2002) volunteer process model of 
volunteerism, and Wilson and Musick's (1997) integrated theory. These theories have 
expounded upon motivational factors and their affect on volunteer recruitment and 
retention. Finkelstein's (2006) empirical research utilized Clary's et al. (1998) functional 
approach as the basis for the role identity model to explain volunteer sustainability. 
Ajzen (1991) theory of planned behavior (TpB) serves as the framework to study 
attitudes toward behavior to predict intentions. Herzberg's et al. (1959) Two Factor 
theory defined hygiene and motivation factors. Penner and Finkelstein (1998) used the 
framework of measuring love of volunteer work as a basis for measuring volunteer 
satisfaction. Empirical research in the area of organizational commitment has utilized 
organizational performance, turnover, intention to leave, and job satisfaction. Mowday's 
et al. (1979) model utilized an individual's belief in the organization, their willingness to 
exert effort on its behalf, and their desire for continued affiliation as measures of 
organizational commitment. Weisberg (1994) considered intention to leave as a 
determinant of subsequent behavior and as such "a signal of quitting" (p. 4). 
Based on the review of literature, researchers have examined motivation, 
fulfillment, and satisfaction. However, due to the increasing number of voluntary 
organizations, the increasing need for community involvement, and the decreasing 
number of civic-minded individuals, questions still remain of how committed individuals 
are to the organization, and how long they intend to remain. These questions are all 
important to managers who rely on their continued commitment for achievement of their 
operational goals. The characteristics of volunteers, their motivating factors, their 
satisfaction, and their continued commitment to the volunteer organization merited 
further research. To address these recommendations, an exploratory (comparative) and 
explanatory (correlational) survey research study was conducted to examine the 
relationships among motives for volunteering, organizational commitment, satisfaction, 
and intention to leave volunteering among government public service volunteers in one 
county. The theoretical framework that was used to guide this study is presented next. 
Theoretical Framework 
Motivation, Volunteer Functions and Volunteerism 
The premise of the functional approach theory of volunteerism dates back over a 
hundred years (Clary & Snyder, 1991). The functional theory proposes that "the same 
attitude could serve different functions for different people" to satisfy their social and 
psychological goals (Clary et al., 1998, p. 1517). The functional theory and development 
of the Volunteer Functions Inventory (VFI) is socially significant in addressing issues in 
the areas of motivation and satisfaction. 
Satisfaction and Volunteerism 
Once individuals feel they have attained a satisfactory level of these needs, they 
will work towards additional motivators of: achievement, recognition, possibility of 
growth, and advancement and personal growth. Penner and Finkelstein (1998) used 
satisfaction with experiences, love of volunteer work, and enjoyment of volunteer work 
to measure an individual's satisfaction with their volunteer work. Theoretical literature 
in the area of recruitment of volunteers was sparse as standalone theoretical models. 
Most literature integrated the concept of recruitment with the constructs of motivation 
and satisfaction. 
Organizational Commitment and Volunteerism 
Organizational commitment has been an area researched by scholars because of 
its impact on organizational performance, turnover, intention to leave, and job 
satisfaction (Mowday et al., 1979). Mowday et al. (1979) defined organizational 
commitment "as the relative strength of an individual's identification with and 
involvement in a particular organization" (p. 226). The identification being so strong, 
that it involves the individual's giving of themselves and possibly foregoing "alternative 
courses of action" (Mowday et al., 1979, p. 225). 
Mowday et al. (1979) viewed organizational commitment as three-fold: (a) a 
person's belief in an organization; (b) their willingness to exert effort on its behalf; and, 
(c) their strong desire to remain affiliated with the organization. Mowday et al. (1979) 
noted differences in the concept of job satisfaction and commitment as an attitude. They 
described commitment as more global with respect to the organization and more stable 
over time since an individual's level of commitment develops over the course of time. 
Conversely, job satisfaction is viewed as a specific response to an aspect of the job or the 
job itself. It is less stable and may be reflective of the individual's work environment 
(Mowday et al., 1979). 
Intention to Leave Volunteering 
Weisberg (1994) agreed with the concept that intention is assumed to be an 
indicator of subsequent behavior. Weisberg (1994) considered intention to leave as a 
"signal of quitting" and as such a predictor of turnover (p. 4). 
Based upon the gaps in the literature and the theoretical framework used to guide 
this study, an exploratory (comparative) and explanatory (correlational) survey research 
study was conducted to examine the relationships among motives for volunteering, 
organizational commitment, satisfaction, and intention to leave volunteering among 
government public service volunteers in Marion County, Florida. The following research 
questions and hypothesis were formulated for this study. 
Research Questions 
1. What are characteristics of Marion County volunteers, governmental organizational 
characteristics, motives for volunteering, organizational commitment, satisfaction, 
and intentions to leave? 
2. Are there differences in governmental organizational characteristics, motives for 
volunteering, organizational commitment, satisfaction, and intentions to leave 
according to the characteristics of Marion County volunteers? 
3. Are there differences in characteristics of Marion County volunteers, motives for 
volunteering, organizational commitment, satisfaction, and intentions to leave 
according to governmental organizational characteristics? 
Research Hypotheses 
1. Motives for volunteering are significant explanatory variables of organizational 
commitment in Marion County governmental volunteers. 
2. Motives for volunteering are significant explanatory variables of satisfaction in 
Marion County governmental volunteers. 
3. Motives for volunteering are significant explanatory variables of intention to leave 
volunteering in Marion County governmental organizations. 
4. Characteristics of Marion County volunteers, governmental organizational 
characteristics, motives for volunteering, organizational commitment, and 
satisfaction, are significant explanatory variables of intentions to leave volunteering 
in Marion County governmental organizations. 
A hypothesized model (See Figure 2-1) depicts the combined theoretical 
framework and hypotheses that were tested in the study about the explanatory 
relationships among motives for volunteering, and organizational commitment (HI). 
Other explanatory relationships examined included motives for volunteering and 
satisfaction (H2), and motives for volunteering, and intention to leave volunteering (H3). 
Lastly the volunteer characteristics, and organizational characteristics, motives for 
volunteering, and volunteers' intention to leave were examined (H4). 
Motives for Volunteering 
Volunteer Characteristics ' Organizational Characteristics 
I 
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I 
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I 
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Figure 2-1. Hypothesized Model Tested in the Study. 
Chapter I1 presented a review of the main concepts of this study, volunteer 
functions (motives for volunteering), satisfaction, organizational commitment, and 
intention to leave as a volunteer. Based on the review of literature recommendations for 
future inquiry that were identified led to this correlational (explanatory), and comparative 
(exploratory) study about volunteer functions, satisfaction, commitment and intention to 
leave as a volunteer. The theoretical framework presented the volunteer functional 
approach theory, the organizational commitment theory, satisfaction, and intention to 
leave theories. Based on the literature gap, recommendations for future inquiry, the 
theoretical framework for this study, research questions, and hypotheses were generated. 
Chapter 11 concluded with the hypothesized model for this study. Chapter 111 presents the 
research design, population, sampling plan, and setting, instrumentation, procedures, 
methods of data analysis, and evaluation of research methods. 
CHAPTER I11 
RESEARCH METHODS 
Chapter III presents a description of the methods to be used in this study of the 
relationship among motives for volunteering, satisfaction, organizational commitment 
and intention to leave. The research questions and hypotheses, which appear at the end 
of Chapter It, evolved from gaps in the literature. There are six parts to this chapter: (a) a 
discussion of the research design, (b) the study's population and sampling plan, (c) 
instrumentation, (d) data collection procedures and ethical aspects, (e) data analysis 
methods; and (f) evaluation of this study's research methods. 
Research Design 
This was a non-experimental, quantitative, exploratory (comparative) and 
explanatory (correlational) survey research study. The entire accessible population of 
approximately 500 Marion County, Florida, government volunteers was invited to 
participate in a survey to answer the research questions and test the hypotheses. 
The survey of volunteers consists of six parts (see Appendix A). Part 1, Volunteer 
Characteristics, includes 10 items and 11 variables. The following items were developed 
by the researcher: Age, gender, race, ethnicity, martial status, employment status, 
volunteer experience in the organization (fill in the blank), and a rating scale to measure 
volunteer frequency. Hollingshead's educational scale and occupational scale and the 
resulting Two-Factor Index of Social Position (ISP) rating scale (Miller & Salkind, 2002) 
were the remaining variables, (RQ1 and RQ 2 attribute variables, dependent variables in 
RQ3, and explanatory variables in H4). 
The variables of department, type of service, and role of volunteer by type of 
work performed in the organization are measured by Part 2: Governmental 
Organizational Characteristics developed by the researcher (RQ1 and RQ 3 attribute 
variables, dependent variables in RQ 2 and explanatory variables in H4). Motives for 
Volunteering, Part 3 of the survey, utilizes the Volunteer Functions Inventory (VFZ) 
developed by Clary et al. (1998), to measure six motives of values, understanding, 
enhancement, career, social, and protective functions (RQ1, RQ2, RQ3 and HI, H2, H3 
and H4). Satisfaction, Part 4 of the survey, is measured by a 3-item satisfaction survey 
developed by Penner and Finkelstein (1998) (RQ1, RQ2, RQ3 and H2). Organizational 
Commitment, Part 5 of the survey is measured by Mowday's et al. (1979) 15-item 
Organizational Commitment Questionnaire (RQ1, RQ2, RQ3 and HI), and Part 6, is 
measured by Weisberg's (1994) Intention to Leave scale applied to volunteering at a 
Marion Country governmental organizations. 
A descriptive research design was used to answer Research Question 1. This 
included measures of central tendency (the mean), frequency distributions, and variability 
to describe the variables of the volunteers' characteristics. An exploratory (comparative) 
design was used to answer Research Question 2 independent t-tests, Chi-Square and 
ANOVA with post hoc comparisons were used to examine differences in governmental 
organizational characteristics, motives for volunteering (values, understanding, 
enhancement, career, social, and protective functions), organizational commitment, 
satisfaction, and intentions to leave according to the characteristics of the Marion County 
volunteers. Independent t-tests, Chi-Square and ANOVA with post hoc comparisons 
were conducted to answer Research Question 3, to examine differences in characteristics 
of Marion County volunteers, motives for volunteering (values, understanding, 
enhancement, career, social, and protective functions), organizational commitment, 
satisfaction, and intentions to leave according to governmental organizational 
characteristics. 
To test Hypothesis 1, multiple regression analyses using the stepwise (forward) 
method was used to examine whether motives for volunteering (values, understanding, 
enhancement, career, social, and protective functions) are significant explanatory 
variables of organizational commitment. To test Hypothesis 2, multiple regression 
analyses using the stepwise (forward) method was used to examine whether motives for 
volunteering (values, understanding, enhancement, career, social, and protective 
functions) are significant explanatory variables of satisfaction. To test Hypothesis 3, 
multiple regression analyses using the stepwise (forward) method was used to examine 
whether motives for volunteering (values, understanding, enhancement, career, social, 
and protective functions) are significant explanatory variables of intention to leave 
volunteering. To test Hypothesis 4, multiple regression analyses using the stepwise 
(forward) method was used to examine whether characteristics of Marion County 
volunteers, organizational characteristics of Marion county's governmental organizations, 
motives for volunteering (values, understanding, enhancement, career, social, and 
protective functions), organizational commitment, and satisfaction are significant 
explanatory variables of intention to leave volunteering. 
Population and Sampling Plan 
Target Population 
The target population for this study consisted of approximately 500 Marion 
County, Florida, active government volunteers during late Spring to Summer 2008. 
These volunteers included those active with Animal Services (n = 20), Extension 
Services (n =231), Fire (n = 50), Library (n = 150), Parks (n = 3), and Veteran Services (n 
= 20). The total target population was invited to participate in the study. There were no 
formal records of number of volunteers in each department but the number of volunteers 
in each department varied during periodic informal surveys and fluctuated due to 
seasonal variations. The estimated target population for the study is shown in Table 3-1 
based on 2007 surveys. 
Table 3-1 
Estimated Number of Marion County Government Volunteers May and October 2007 and 
Study Estimates 
Department May 2007 October 2007 Study Estimates 
Animal Center 11 20 20 
Extension Services 21 1 50 1 23 1 
4 H 80 370 100 
a 175 
Master Gardeners 131 131 131 
Parks 2 3 3 
Veterans Services 0 20 20 
Libraries 135 0 150 
Fire 0 50 50 
Total 359+/- 594+/- 474 
a Estimated seasonal volunteers 
Data not available or unknown 
Marion County government volunteers were described by staff as either young 
high school to college students, or predominantly over 50 years of age, and unemployed 
or retired. However, data pertaining to volunteer characteristics had never been 
tabulated. A repository of 336 active-status volunteer applications from the Library 
Department, Animal Services, Veterans Services, and Parks were found in the Human 
Resources Department. Fifty-five of the volunteer applications were minors and 
excluded, resulting in 281 to describe volunteer characteristics. Applications for each 
department varied in format and were not consistent in the type of information requested 
from the volunteers. While date of birth was listed on all applications, which provided 
the volunteer age, gender was derived by name. Characteristics of the target population 
are shown on Table 3-2. 
Table 3-2 
Frequency Distribution of Gender and Age of Volunteer Applicants to Marion County, 
Florida Government 
Department Totals Male Female Age 25 and 26-45 46-65 Greater 
Mean Under than 65 
n n n n n n 
(%) (%I (%) (%) (%I (%) 
Library 233 59 174 49.0 84 16 47 86 
(25.3%) (74.6%) (36.0%) (6.8%) (30.2%) (36.9%) 
Animal 17 4 13 44.4 6 4 4 3 
Services (18.8%) (81.3%) (35.2%) :23.5%) (23.5%) (17.6%) 
Veteran 18 16 2 73.8 0 0 5 13 
Services (90.5%) (9.5%) (27.7%) (72.2%) 
Parks 13 7 6 49.2 0 6 7 0 
(64.7%) (35.3%) :46.1%) (53.8%) 
Extension a 0 a 0 a 0 a 0 a 0 a 0 a 0 a 0 
Services 
Fire a 0 a 0 a 0 " 0 a 0 a 0 a 0 a 0 
Totals 28 1 86 196 54 90 26 63 102 
(33.1%) (66.9%) (32%) (9.2%) (22.4%) (36.2%) 
a Data not available or unknown. 
Extension Services and the Fire Department maintain their own volunteer 
applications in their respective work locations and were not readily available. The 
characteristics of the target population showed a mean age of 54 with a range of 18 to 88 
years of age. Thirty-six percent of the applications were over the age of 65. These 
characteristics are similar to those of other studies of volunteers. The US Department of 
Labor, Bureau of Labor Statistics in survey of 60,000 households found that women 
volunteered at a higher rate with 29.3%, compared to 22.9% men. The highest 
participation (30.3%) in age group was that of those ages 35 - 44. Those volunteers with 
high levels of education volunteered at higher rates than did those with less education; 
41.8% of those volunteering had Bachelor's Degrees of higher. 
Finkelstein et al. (2005), in a study of 302 hospice volunteers, reported sample 
characteristics of their participants as 41% over the age of 65. A mean age of 58 with a 
range of 20 to 88 years of age; average length of service was 2.7 years with a range 
between 1 month to 20 years. 64% were employed less than 20 hours per week, 48% had 
been volunteering over 2 years, 52% worked as volunteers at least once a week. Females 
have been the highest participants of other studies of volunteers (Finkelstein et al., 2005). 
Accessible Population 
For this study, all members of the target population in attendance at scheduled 
volunteer meetings or their work assignments at Marion County, Florida were invited to 
participate. 
Sampling Plan 
No sampling plan was used since the entire accessible population was invited to 
participate. Characteristics of the final data producing sample were compared to the 
known characteristics of the target population of age and gender to describe whether the 
final data producing sample closely represents the target population, and to determine the 
external validity strengths or weaknesses of the study with respect to population validity. 
Characteristics of the final data producing sample were also compared to literature. 
Sample Size 
Adequate sample size is essential for internal and external validity purposes. An 
adequate sample size is needed to conduct statistical analyses for internal validity 
purposes. Adequate sample size is necessary to allow generalization of findings to the 
target population for external validity purposes. 
In this study, multiple regression and exploratory factor analysis was conducted. 
Estimating the sample size needed for the multiple regression analysis is based on n = 50 
+ 8m (Green, 1991), where n represents the sample size and m is the number of 
explanatory variables. The most explanatory variables are in research hypothesis 4: 
Part 1: Characteristics of Marion County Volunteers = 11 
Part 2: Governmental Organizational Characteristics, = 3 
Part 3: Motives for Volunteering (six subscales) = 6 
Part 4: Organizational Commitment = 1 
Part 5: Satisfaction = 1 
In this study, there are a total of 22 explanatory variables. Therefore, according to 
Green's formula 50 + 8(22) = 226, which is the necessary minimum sample size for this 
study. In addition, the minimum sample size for exploratory factor analysis is 3 to 20 
times the number of items, with absolute ranges from 100 to 1,000 (Green, 1991). The 
scale with the most number of items used in this study is Motives for Volunteering with 
30 items. This requires a sample size of 3(30) to 20(30) or 90 to 600, with a 100 
minimum (Mundfrom, Shaw, & Ke, 2005). 
According to calculations used by Gay and Airasian (2000), for a target 
population of 500 volunteers, an adequate sample size is 217, but "would even be more 
confident with a sample of 500" (p. 135). Based on the data analysis conducted in this 
study, and a desired sample size based on the population size, the minimum sample size 
needed would be 226; however attempts were made to sample all 500 volunteers to 
strengthen external validity of the study. 
Eligibility Criteria and Exclusion Criteria 
Eligibility criteria. Volunteers that met the following criteria were invited to 
participate in the study: 
1. 18 years old or older; 
2. Currently active as a volunteer with Marion County, Florida, government 
entity (Animal Services, Extension Services, Fire, Library, Parks, Veteran 
Services). An active volunteer is defined as any person who is currently a 
Marion County government volunteer and participating in departmental 
activities at least one time per month during data collection for this study. 
3. Able to read and write in English; and, 
4. In attendance at an organized volunteer meeting or at their assigned 
volunteer work location on the dates of data collection. 
Exclusion criteria. Volunteers were not included in the study if they met any one 
of the following criteria: 
1. Under 18 years of age; 
2. Not an active volunteer of Marion County, Florida, government. 
3. Unable to read and write in English; or, 
4. Not in attendance to an organized volunteer meeting or at assigned 
volunteer work location on the date of data collection. 
Setting 
The survey was distributed to Marion County, Florida government volunteers 
participating in an organized volunteer meeting or working at their assigned volunteer 
work location (Animal Services, Extension Services, Fire, Library, Parks or Veteran's 
Services). Most work assignments were limited to Monday through Friday from 8 am to 
5 pm. However, Volunteer Firefighters were assigned to work extended shifts including 
after-hours and weekends. The Library Department, Extension Services (Master 
Gardeners and 4-H volunteers) also worked after-hours and through the weekend. 
The length of the typical volunteer's assignment provided adequate time for 
completion of the survey. The researcher administered the survey to the volunteer 
participants. The participants were given clipboards and pencils, and were directed to a 
private area. Questionnaires were distributed at the work location of the volunteers and 
collected immediately after completion. Volunteer participants were asked to place 
completed questionnaires into a closed box with a slit on top to protect their privacy and 
anonymity. The researcher collected the box with completed surveys immediately after 
the end of each work meeting. The locations where the surveys were administered varied 
according to the department and included conference rooms, training rooms, fire stations, 
libraries, and individual work spaces. 
Evaluation of Sampling Design 
One of the strengths of the study is that the entire accessible members of 
approximately 500 Marion County government volunteers was asked to participate in this 
study, providing a chance for each member of the population to be represented in the 
study. The final data producing sample was self-selected, consisting of those that agreed 
to participate, introducing a sampling bias. However, sampling bias may be minimized 
since the accessible population is invited. 
Instrumentation 
Instrumentation consists of a self-report survey that measures variables consisting 
of six parts (See Appendix A). Part 1, Volunteer Characteristics, includes questions 
about demographic and volunteer experience. Part 2, Governmerztal Organization 
Characteristics, was developed by the researcher and includes questions pertaining to the 
organization. Part 3, Motives for Volunteering, is measured by the Volunteer Functions 
Inventory (VFI), which has six subscales, with a 30 item scale. Part 4, Satisfaction is 
measured by Penner and Finkelstein's (1998) 3-item satisfaction scale. Part 5, 
Organizational Commitment is measured by Mowday's et al. (1979) 15-item 
Orgarzizational Commitment Questionnaire. Part 6 ,  Intention to Leave volunteering at 
Marion Country governmental organizations is measured by using a 3-item scale 
developed by Weisberg (1994). 
Sixty-four items encompass the six-part survey, which takes approximately 10 
minutes to complete. The constructs measured are summarized in Table 3-3. After the 
table, each of the measures will be discussed in detail. 
Table 3-3 
Constructs in the Survey and Measurement 
Par t  Construct Instrument Measures Number of Items and  
Name and  Score Range 
Developer(s) 
1 Volunteer Developed by the 10 items and 11 variables 
Characteristics Researcher except Fill in the Blank: 2 
Hollingshead's Age 
Education and Volunteer Experience 
Occupation scales 
and a resulting Dichotomous: 
Index of Social Gender, 
Position (ISP) Ethnicity 
Miller & Salkind 
(2002). Multiple Choice: 
Marital Status, 
Race 
Employment Status 
Rating Scales 
Volunteer Frequency 
Education, 
Occupation 
Index of Social Position 
2 Governmental Developed by the Multiple Choice: 
Organization Researcher Department 
Characteristics Service Type 
Role of Volunteer 
3 Motives for Volunteer 7-Point Likert Rating 
Volunteering Functions Scale: (Total Scale) 
Inventory Subscales: 
Clary et al. (1998) Values, 
Understanding, 
Social, 
Career, 
Protective, 
Enhancement 
4 
1 - 5 scale 
1 - 7 scale 
1 - 7 scale 
11 - 77 scale 
3 items 
30 items 
1-7 scale 
30-210 Score Range 
5 (1-7) 5-35 
5 (1-7) 5-35 
5 (1-7) 5-35 
5 (1-7) 5-35 
5 (1-7) 5-35 
5 (1-7) 5-35 
4 Satisfaction Satisfaction Survey 5 - Point Likert Rating 3 items 
Penner and Scale: 1-5 scale 
Finkelstein (1998) Satisfaction 3-15 Score Range 
5 Organizational Organizational 7-Point Likert Rating 15 items 
Commitment Commitment Scale: 1-7 scale 
Questionnaire Organizational 15-105 Score Range 
Mowday, Steers Commitment 
and Porter (1979) 
6 Intention to Weisberg (1994) 5-Point Likert Rating 3 items 
Leave Scale: 1-5 scale 
Intention to leave 3 - 15 Score Range 
Total Items 64 Items 
Part l. Volunteer Characterzj.tics 
Part I ,  Volunteer Characteristics, includes questions about age in years, gender, 
race, and ethnicity (See Appendix A, Part 1). The survey contains a rating scale 
developed by the researcher using one item to measure volunteer frequency on a scale of 
1 to 5, fill in the blank for age in years and volunteer experience reported in number of 
months, with the remainder of the questions allowing for selection from dichotomous 
responses (gender and ethnicity), and multiple choice items (race, marital status, and 
employment status). 
The Hollingshead Two-Factor Index of Social Position (ISP) commonly 
referenced, uses two weighted 7-point scales (educational level and occupational level) to 
calculate the Index of Social Position (Miller & Salkind, 2002). The ISP is derived by 
using a weighted formula, where the ISP score = (occupation score x 7) + (education 
score x 4). The result is then used to classify individuals into one of five social strata 
(Upper = 11-17, Upper-middle = 18-31, Middle = 32-47, Lower-middle = 48-63, and 
Lower = 64-77). For the educational and occupational scales, lower sores are associated 
with higher educational and occupational levels; and, for ISP, the lower the score, the 
higher the social position. 
Part 2. Governmental Organization Characteristics 
Part 2, Governmental Organization Characteristics was designed by the 
researcher. Questions relate to identity of the organization include the department, type 
of service, and role of volunteers by the type of work performed within the organization. 
This section of the survey includes multiple choice items such as "Department where you 
are currently volunteering" (See Appendix A, Part 2). 
Part 3. Motives for Volunteering 
Part 3, Motives for Volunteering was measured utilizing Volunteer Functions 
Inventory (VFI) (Clary et al., 1998). The VFI instrument (Appendix A, Part 3) consists 
of 30 items with five items assessing the six functions (subscales) of values, 
understanding, social, career, protection, and enhancement. Respondents rate the 
importance or accuracy of their reasons for volunteering using a 7-point semantic 
differential scale with anchor ratings of 1 = "not at all important/accurateW to 7 = 
"extremely important/accurateW. For the total scale, the score range is 30 to 210, where 
higher scores are reflective of greater importance for the motives of volunteering (Clary 
et al., 1998). For each of the subscales (six functions), the score range is 5-35. The item 
numbers for each subscale are: values (items # 3, 8, 16, 19, and 22), understanding (items 
# 12, 14, 18, 25, and 30), social (items # 2,4 ,6 ,  17, and 23), career (items # 1, 10, 15,21, 
and 28), protective (items # 7, 9, 11,20, and 24), and enhancement (items # 5, 13,26,27, 
and 29). 
Clary et al. (1998) developed the Volunteer Functions Inventory (VFI) to provide 
an understanding of the motivations of a volunteer and to measure those motivations 
reliably and validly. The developer's functional theory approach and Volunteer 
Functions Inventory (VFI) model is a predominant theory with social utility used to 
understand and assess the motivations of volunteers. The theory has strong empirical 
support and is used by researchers to explain interrelationships amongst motivational 
functions. 
Clary et al. (1998) performed a series of six studies (Study 1: The VFI; Study 2: 
Cross Validation of the VFI; Study 3: Temporal Stability of the VFI; Study 4: Matching 
Motivations with Persuasive Communications; Study 5: Predicting Volunteers' 
Satisfaction; and, Study 6: Predicting Commitment to Volunteerism) to investigate and 
assess the VFZ reliability and validation during the recruitment, satisfaction and 
commitment stages of the volunteer process. Clary and Snyder's functional approach 
model utilizing the Volurzteer Function Inventory has applicability to multiple disciplines 
and a wide variety of diverse forms of volunteering (universities, children services, 
healthcare, disaster relief, and online panels). It has been used to measure motivations of 
different age levels. The VFI also has applicability in different practice environments and 
cultures, such as Daugherty's et al. (2005) study of online panel participants in web- 
based research which utilized functional theory of attitude to explain motivations of 
volunteers. Finkelstein et al. (2005) utilized functional theory to study motivations of 
individuals engaged in hospice volunteer work and examined predictors of volunteer 
participation finding a strong correlation with motives for volunteering. This theory is 
socially significant addressing issues in the areas of motivation and satisfaction. The 
functional theory is useful in explaining the relationships among volunteer motivation, 
satisfaction, and commitment to continue volunteering (Clary et al., 1998; Finkelstein et 
al., 1998). The minimal acceptable internal consistency coefficient level is between 0.50 
and 0.70 (Bowling, 2002). 
Reliability 
In developing the instrument, the researchers selected diverse samples, used 
several studies to assess reliability and tested functionality in each stage of the volunteer 
process: (a) recruitment, (b) satisfaction with the experience of volunteering, and (c) 
commitment to the role of volunteer (Clary et al., 1998). As a result of their findings, 
internal consistency reliability was at least minimally satisfactory using Cronbach's alpha 
coefficients for each of the VFI scales, with ranges of: .78 to .88 for values, .68 to .97 for 
career, .64 to .82 for protective, .74 to .93 in enhancement functions, .80 to .97 in social, 
and .77 to .89 in understanding functions. Coefficients greater than .70 are desirable; 
however, minimally acceptable coefficient alphas may be .50 to .70 according to Bowling 
(2002). Internal consistency reliability was estimated in this study using coefficient 
alphas for the total VFI and its six subscales. 
Validity 
Construct validity was established through factor analysis of the VFI structure and 
by assessing convergent validity (Clary et al., 1998). The factor loadings for the 
protective function ranged from .43 to .78; for the values function loadings ranged from 
.62 to .72; for the career function factor loadings ranged from .68 to 3.5; the social 
function loadings ranged from .58 to 30 ;  the understanding function loadings ranged 
from .43 to 32;  and, the enhancement function loadings ranged from .42 to .77 (Clary et 
al., 1998). Significant efforts were made to produce high quality data by utilizing diverse 
sampling of both volunteer and non-volunteer populations, field and laboratory methods 
of data collection, and testing and retesting of respondents. Coefficients of congruence 
between two studies to establish a statistical measure of coincidence between the samples 
indicated high relationship (career, social, and protective = .98; understanding = .97; 
enhancement = .93), and thereby established convergent validity. Factor structures and 
motivational factors were similar regardless the phase of the volunteer process. In this 
study, an exploratory factor analysis was used to further establish construct validity and 
multidimensionality of the VFI. 
Part 4. Satisfaction 
Part 4, Satisfaction, was measured by an adaptation of Penner and Finkelstein's 
1998 3-item Satisfaction Survey (See Appendix A, Part 4) which uses a 5-point Likert 
scale: Strongly Disagree-1; Disagree-2; Neutral-3; Agree-4; and Strongly Agree-5. The 
score range for the three questions is 3-15 where the higher the score the stronger the 
volunteer's satisfaction. Questions measure the level of satisfaction with volunteer work 
and were modified with the words "Marion County government volunteer". For 
example, "I am satisfied with my experiences as a Marion County government 
volunteer." 
ReIriabie 
The coefficient alpha was from .65 (Finkelstein et al., 2005). Internal consistency 
reliability was estimated in this study using coefficient alphas for the Satisfaction scale. 
Validity 
Exploratory factor analysis of the 3-item Satisfaction scale was conducted to 
establish construct validity and to examine its unidimensionality. 
Part 5 UrganziationaZ CommzItment 
Part 5, Organizational Commitment was measured by Mowday's et al. (1979) 
Organizational Commitment Questionnaire (OCQ) (Appendix A, Part 5) which contains 
15 items, six of which are reverse scored and negatively phrased. Organizational 
commitment was defined by Mowday et al. (1979) as "an employee's desire to remain 
attached to an organization and work to help accomplish its goal" (p. 225). The OCQ 
was developed to measure an employee's identification with an organization and has 
been used to measure relationships among motivations, satisfaction and organizational 
commitment (Davila & Chacon, 2003; Mowday et al., 1979; Nelson et al., 2004). The 
OCQ uses a 7-point Likert rating scale where 1 = Strongly disagree, 2 = Moderately 
disagree, 3 = Slightly disagree, 4 = Neither disagree nor agree, 5 = Slightly agree, 6 = 
Moderately agree, and 7 = Strongly agree. For the total scale, the score range is 15 to 
105, where the higher scores reflect a higher level of organizational commitment 
(Mowday et al., 1979). 
Mowday et al. (1979), in one of a series of studies, surveyed a diverse group of 
hospital employees over a nine-year period to assess how individuals accept and believe 
in organizational goals, the amount of effort they were willing to exert towards the 
organizational goals, and their willingness to continue being involved with the 
organization. Although three subscales, affective, continuance and normative 
commitment have been measured by other researchers, the OCQ is a unidimensional 
scale (Fiorito et al., 2007). 
Reliability 
The OCQ has high internal reliability. Mowday's et al. (1979) study reported .90 
coefficient alpha with a range between .82 to .93 as estimates of internal consistency 
reliability. Davila and Chacon's (2003) study resulted in a coefficient alpha of 0.87 using 
a modified 9 item scale of the Organizational Commitment Questionnaire. The scale has 
been analyzed and has included test-retest reliability with r = 0.53 and 0.75 in repeated 
studies over 2 to 4 month periods. (Davila & Chacon, 2003). Internal consistency 
reliability was estimated for the OCQ scale in this study using coefficient alphas. 
Validity 
Mowday's et al. 1978 study consisted of a total population of 2,563 employees 
of nine organizations. Factor analysis was performed on 6 samples to examine 
homogeneity with "results rotated to Kaiser's (1958) varimax solution"(Mowday et al., 
1979, p. 232). Eigenvalues associated with the second factors did not exceed 1.0, 
therefore construct validity was established with the OCQ as unidimensional (Mowday et 
al., 1979). Convergent validity was established with related attitudinal instruments by 
"relatively consistent relationships in the predicted direction between commitment and 
measures of employee turnover, absenteeism, tenure in the organization, and, to a lesser 
extent, performance on the job" (Mowday et al., 1979. p. 243 
Part 6. Intention to Leave 
Part 6 ,  Intention to Leave was measured by Weisberg's (1994) 3-item survey 
using a 5-point rating scale. A sample question is: "I have considered leaving my 
volunteer position". (See Appendix A, Part 6). Intention to leave is synonymous with 
intention to quit. The five-point rating scale has the following five response categories: 
Very little-1; Little-2; Average-3; Much-4; Very much-5. The score range is 3 to 15, 
with the greater the number of the response to items 1 and 3 the stronger the volunteer's 
intention to leave the organization, while the lower the number or the response to item 2, 
the stronger the intention to leave. 
Reliability 
Cronbach alpha coefficients were not reported for intention to leave and were not 
available through the author or publisher. Internal consistency reliability was estimated 
for the intention to leave scale in this study using coefficient alphas. 
Validity 
Convergent validity was established using Pearson r correlations. The study was 
conducted in 3 stages: (a) a factor analysis was conducted according to physical, 
emotional and mental dimensions, with Cronbach alpha-coefficients calculated for 
burnout and intention to leave; (b) Pearson correlations were used to test the relationship 
of age, tenure, and burnout measures with intention to leave; and, (c) intention to leave 
"was regressed three times on the three alternate burnout measures (overall, mean score, 
and three burnout factors) while age and tenure were included as control variables, to 
assess the level of significance and explained variance" (Weisberg, 1994, p. 7). 
Exploratory factor analysis of the 3-item intention to leave scale was conducted in this 
study to establish construct validity and to examine its unidimensionality. 
Procedures: Ethical Considerations and Data Collection Methods 
The following section describes ethical considerations that were taken to 
account for the protection of all participants. 
1. The researcher used the Lynn University's web mail to contact the developers of 
constructs and scales for permission adapt and use in this study (See Appendix B). 
Permissions were obtained for the Volunteer Functions Inventory (VFI); 
Mowday's et al. 1979 Organizational Commitment Questionnaire (OCQ); Penner 
and Finkelstein's (1998) 3-item satisfaction scale; and Weisberg's (1991) 3-item 
intention to leave scale. 
2. Permission was obtained from Patrick Howard, Marion County Administrator, to 
conduct a survey of the subjects; the Marion County government volunteers (See 
Appendix C). 
3. The dissertation proposal was successfully defended. 
4. The following forms were submitted to the Lynn University Institutional Review 
Board for the Protection of Human Subjects (IRB): 
a) IRB Form 1, Application and Protocol, 
b) IRB Form 3, Request for Expedited Review, 
c) Authorization for voluntary consent (See Appendix D) , and 
d) The survey (See Appendix A). 
5. Approval for the study was received from IRB and data collection was initiated 
(See Appendix E). 
6. The researcher coordinated data collection with the Marion County Administrator, 
and Department Directors of Animal Services, Extension Services, Fire, Library, 
Parks and Veteran Services. 
7. Surveys were administered to volunteers, 18 years of age or older who met 
eligibility criteria, that were willing participants at their assigned volunteer work 
locations or in attendance at designated volunteer group meetings. 
a. The researcher offered the written authorization for voluntary consent. 
Completion of the survey was considered consent to participate. The 
Authorization for Voluntary Consent Form informed participants of the 
minimal risk (possibility of sensitive questions) and the potential benefits 
associated with the study. The benefit of the contribution of knowledge 
and the goal of this study to examine the relationship between volunteer 
characteristics, governmental organization characteristics, motives for 
volunteering, satisfaction, organizational commitment and intent to leave 
volunteering. Participants' rights to voluntary participation and their right 
to ask questions about the research were fully addressed. (See Appendix 
Dl. 
8. Participants were informed that the survey should take approximately 15 minutes 
to complete. They were advised to place no identifiers on the survey and put 
completed surveys in the data collection box to maintain their anonymity. (See 
Appendix D). 
9. The survey consisted of 6-Parts (See Appendix A). 
10. The researcher remained on site to answer participant's questions. 
11. The researcher recorded the number of packages distributed and the number who 
refused to participate in order to calculate the response rate. 
12. The data collection process was conducted for approximately four weeks. 
13. One month after the completion of the data collection, the Report of Termination 
of the Project was submitted to the Lynn University IRB, Form 8. 
14. Study data will be stored electronically in the researchers' personal computer with 
security (requiring a password and identification) for a period of five years, after 
which time they will be deleted. 
15. Hard copies of the survey data will be maintained at the researcher's home in a 
securely locked cabinet and will be destroyed after five years. 
Methods of Data Analysis 
All data collected was analyzed with the Statistical Package for Social Sciences 
(SPSS) version 15.0. The methods of data analysis included descriptive statistics, internal 
consistency reliability, exploratory factor analysis, Pearson r correlations, chi-square 
tests, independent t-tests. ANOVA tests with post hoc comparisons, and hierarchical 
multiple regression, measures of central tendency, frequency distribution, and variability 
to describe the variables of the volunteer characteristics. The following steps were taken 
prior to commencing the analysis: 
1. Data coding: all survey data was input into SPSS. 
2. Descriptive statistics: survey data was examined to ensure that the data 
was within the parameters of the statistical assumptions for the study. 
3. Internal consistency reliability: Cronbach alphas were reported for the 
subscales and the total scales of Part 3: Motives for Volunteering, Part 4: 
Satisfaction, Part 5: Organizational Commitment Questionnaire, and Part 
6: Intention to leave. 
4. Exploratory factor analysis was conducted to establish construct validity 
of the scales and test for uni-dimentionality and multi-dimentionality of 
the scales. 
In this study, the major criteria used to test the hypothesized model were goodness 
of fit of the model and statistical significance to confirm when a regression model is 
constructed by using R' analyses. Stepwise (forward) multiple regression analysis was 
used. In order to identify variables to enter into the hierarchical linear regression models, 
Pearson r and eta correlations were examined for a significant or trend relationship 
between each explanatory and the dependent variable for each hypothesis, prior to 
conducting multiple regression analyses. 
Data Analysis Planned for Psychometric Evaluation 
Cronbach's alpha and exploratory factor analysis was used to test the 
psychometric qualities of the scales. Independent t-tests, Chi-Square and ANOVA with 
post hoc comparisons using Tukey's tests were used for the exploratory (comparative) 
aspect of this survey research design. Stepwise (forward) multiple regression analysis 
Pearson r and eta correlations were examined for a significant or trend relationship 
between each explanatory and the dependent variable for each hypothesis to identify 
variables to enter into the hierarchical linear regression models. 
Data Analysis Planned to Answer Research Questions 
To answer Research Question 1 about the characteristics of all variables (Marion 
County government volunteers, organizational characteristics, motives for volunteering - 
values, understanding, enha~zcernelzt, career, social, and protective functions, 
organizational commitment, satisfaction, and intentions to leave), descriptive statistics, 
including frequency distributions, measures of central tendency, and variability (such as 
mean and standard deviation) were conducted and all scores were reported. 
Research Question 2 reported differences in governmental organizational 
characteristics, motives for volunteering (values, understanding, enhancement, career, 
social, and protective functions), organizational commitment, satisfaction, and intentions 
to leave according to the characteristics of the Marion County volunteers. Independent t- 
tests, Chi-Square and ANOVA with post hoc comparisons using Tukey's tests were used 
for the exploratory (comparative) aspect of this survey research design. 
Research Question 3 reported differences in characteristics of Marion County 
volunteers, motives for volunteering (values, understanding, enhancement, career, social, 
and protective functions), organizational commitment, satisfaction, and intentions to 
leave according to governmental organizational characteristics. Independent t-test, Chi- 
Square and ANOVA with post hoc comparisons used Tukey's tests for the exploratory 
(comparative) survey research design. 
Data Analysis Planned to Test Research Hypotheses 
All hypotheses were tested using stepwise (forward) multiple regression analysis. 
In order to identify variables to enter into the hierarchical linear regression models, 
Pearson r and eta correlations were examined for a significant or trend relationship 
between each explanatory and the dependent variable for each hypothesis, prior to 
conducting multiple regression analyses. 
1. Eta correlationships were conducted with each categorical variable and the 
respective dependent variables. 
2. Significant or trend relationships of categorical variables were converted 
to dummy variables, and 
3. Scaled (non-categorical) variables and dummy variables were correlated 
with each dependent variable using Pearson r correlation coefficient. 
Based on the order of the strongest Pearson r correlation to the weakest, these 
variables were entered into a forward regression model (one at a time), until the model 
with the highest explanatory power (R') was produced. The products of the variables 
were continuously added until the addition of a new variable no longer increased the 
explanatory power of the model significantly (R' and adjusted R2), or until all variables 
were entered (Levin & Fox, 1997). Variance Inflation Factor (VIF) and Tolerance are 
two measures that can be used to examine the regression models for multicollinearity 
(Scott, 2003). 
Goodness of fit of the model and statistical significance should be confirmed 
when a regression model is constructed by using R2 analyses. The number of explanatory 
variables should be the adjusted R2 which is a better indicator of goodness-of-fit than R'. 
Large variations between the R2 and adjusted R2 may be indicative of some missing 
explanatory variable(s) from the model (Williams, 2007). In contrast to R2, the adjusted 
R2 should increase only if the new variable improves the model. The adjusted R2 can be 
negative, but will always be less than or equal to R2. 
For the regression models, the F Value or F ratio "can be regarded as indicating the 
size of the between-groups mean square relative to the size of the within-groups mean 
square" and can be used to decide whether the model as a whole is large enough to reject 
the null hypothesis or accept the research hypothesis (Levin & Fox, 1997, p. 226). R 
Square (11') is the total variance of the dependent variable that may be explained by the 
set of independent variables. The adjusted R2 (coefficient of determination, adjusted for 
sample size and the number of predictor variables) is an adjustment for a large number of 
independent variables and explains the percentage of variation in the dependent variable 
that can be explained by the explanatory variables (Babbie, 2001). 
The t statistic tests the hypothesis that a population regression coefficient is 0 when 
the other predictors are in the model. It is the ratio of the sample regression coefficient to 
its standard error. The statistic has the form (estimate - hypothesized value) / SE. Since 
the hypothesized value is 0, the statistic reduces to EstimateISE" (Tufts website: Student's 
t Test for Independent Samples, Dallal, 2007). It has an associated p value (p  5 .05), and 
it is calculated by the regression coefficient (b, unstandardized) divided by the standard 
error (b/SE), and a resulting p value. In terms of these explanatory variables, regression 
produces beta (j?) coefficients (standardized), which are calculated for each explanatory 
variable (Babbie, 2001). 
Following are the notations for the 22 explanatory variables, dependent 
variables, and constant, unstandardized coefficient, error, which vary with each 
hypothesis. 
Explanatory Variables Varying with the Hypotheses 
Characteristics of Marion County Volunteers: 
XI = Age 
X2 = Gender 
X3 = Marital Status 
Xq = Race 
Xs = Ethnicity 
X6 = Employment Status 
X7 = Volunteer Experience 
X8 = Volunteer Frequency 
X9 = Educational Level 
Xlo = Occupational Level 
XI 1 = Index of Social Position 
Governmental Organizational Characteristics, 
X12 = Department 
X13 = Type of Service 
X14 = Role of Volunteer 
Motives for Volunteering 
X15 = Values 
X16 = Understanding 
X17 = Enhancement 
X18 = Career 
XI9 = Social 
XZ0 = Protective Functions 
Organizational Commitment 
XZ1 = Organizational Commitment 
Satisfaction 
X22 = Satisfaction 
Dependent variables, varying with the hypotheses 
Y1= Organizational Commitment 
Y 2= Satisfaction 
Y 3= Intentions to Leave 
Other Notation: 
b= unstandardized regression coefficient 
C= constant 
e= error 
Hypothesis 1 is designed to test the explanatory relationships among motives for 
volunteering (values, understanding, enhancement, career, social, and protective 
functions) and organizational commitment in Marion County government volunteers. 
Hypothesis 1 was examined through stepwise (forward) multiple regression analysis 
where the regression model uses the following equation: 
Yi = c +bi5~15 + big16 + b17b17 + b1@18+ b19b19 + bzobzo + E 
Hypothesis 2 is designed to test the explanatory relationships among motives for 
volunteering (values, understanding, enhancement, career, social, and protective 
functions) and satisfaction. Hypothesis 2 was examined through stepwise (forward) 
multiple regression analysis where the regression model uses the following equation: 
Y2 = c +bi5~1s + b1d~16 +b17b17 + b18~18+ b19b19 + bzobzo + E 
Hypothesis 3 is designed to test the explanatory relationships among motives for 
volunteering (values, understanding, enhancement, career, social, and protective 
functions) and Marion County volunteers' intentions to leave. Hypothesis 3 was 
examined through stepwise (forward) multiple regression analysis where the regression 
model uses the following equation: 
Y.?= c +bi5~15 + b1d~16 + b17b17 + ~ I R X I S +  b19b19 + bzobzo + E 
Hypothesis 4 is designed to test the explanatory relationships among 
characteristics of the volunteers, organizational characteristics, motives for volunteering 
(values, understanding, enhancement, career, social, and protective functions), 
organizational commitment, satisfaction, and Marion County volunteers' intention to 
leave.. Hypothesis 4 was examined through stepwise (forward) multiple regression 
analysis where the regression model uses the following equation: 
Evaluation of Research Methodology 
Internal validity is pertinent when trying to establish a causal relationship in a 
study while external validity relates to generalization of the study's results to other 
settings and populations (Trochim, 2006). Internal and external validity were examined 
in the evaluation of research methods in this study. Strengths and weaknesses of both 
internal and external validity will be discussed in the following section. 
Internal Validity 
Strengths 
1. Research Questions and Hypotheses testing procedures are consistent and 
clear. 
2. Internal validity of instruments (VFI, OCQ, Satisfaction, and Intention to 
Leave) used as part of survey to test participants have been validated. 
3. Internal validity increases when instruments are valid and reliable. 
4. Sample size is adequate to conduct the data analysis 
5. The quantitative research design will have higher internal validity than 
qualitative research methods. 
6. The study will use a quantitative, non-experimental, correlational 
(explanatory) design to examine the volunteer functions, organizational 
commitment, satisfaction and intention to leave Marion County as a 
volunteer. An explanatory research design is stronger than exploratory or 
descriptive design. 
7. Multiple regression analyses was used for hypotheses testing of explanatory 
(correlational) relationships. 
Weaknesses 
1. Non-experimental designs have lower internal validity than an experimental 
design. 
2. The effect of human interaction of the participants while completing the 
survey might be a threat. 
3. Data producing sample size may be small for comparative and explanatory 
analyses. 
External Validity 
Strengths 
1. The entire accessible population were invited to participate. 
2. The sampling size was expected to be large in relation to the target population. 
3. Inviting volunteers from multiple departments with varying service types 
increased the ability to generalize findings to other organizations. 
4. The survey was conducted in the participant's natural setting rather than in a 
laboratory setting. 
Weaknesses 
1. The study was limited to the people that are present when the data are 
collected. 
2. Lack of more formal records about the characteristics of the target population 
limited comparisons of the final data producing sample with the population. 
3. Due to study's time constraints for completion, data collection limited the 
inclusion of seasonal volunteers but continued long enough to obtain the 
required sample size. 
4. The survey contained 64 items which may affect the completion rate. 
5. The data producing sample size may be small for comparative and 
explanatory analyses. 
Chapter III described the research design and methods of data analysis used to 
answer the Research Questions and test the Research Hypotheses about the relationship 
among volunteer motivation, satisfaction, organizational commitment and intention to 
leave volunteering. The chapter described the proposed research design, population, 
sampling plan and setting, instrumentation, procedures, ethical considerations and data 
collection methods, methods of data analysis, and the evaluation of the research methods. 
Chapter IV presents the findings in this study. 
CHAPTER IV 
RESULTS 
Chapter IV presents the results of the study about the motivations, satisfaction, 
organizational commitment, and intention to leave Marion County government as a 
volunteer. The data collected from the returned volunteer surveys were analyzed using 
the Statistical Program for the Social Sciences (SPSS) 15.0. Descriptions of the final data 
producing, response rates, psychometric evaluation of the subscales and total scales of the 
measures used in this study, answers to the research questions, testing of the hypotheses, 
and other findings are included in Chapter IV. 
Final Data Producing Sample 
Data collection was accomplished through the distribution of surveys to an 
accessible population of 257 Marion County, Florida, government volunteers attending 
organized volunteer meetings, as well as those working at their assigned volunteer work 
locations. This represented 75% of the target population of 344. Data were collected by 
visits to Animal Services, Parks and Veteran's Services Departments, Extension Services 
Department, seven Libraries, and three Fire Stations. A total of 229 surveys were 
returned, a response rate was 89% for this self-selected sample that agreed to participate. 
There were no major differences in response rates between county services greater than 
5%. The largest over representation was the Libraries (+4.0%) and the largest under 
representation was the Fire Department (-1.0%). Because the final data-producing 
sample closely represented the distribution of departments of the target population, 
findings can be generalized across departments. The target population and the over or 
under representation of the data-producing sample according to department type are 
shown in Table 4-1. 
Table 4- 1 
May 2008 Target Population and Data Producing Sample with Over and Under 
Representation by Department . . 
Department May 2008 Target Data Sample % Difference 
Target Population Producing % of Total between 
~~~~~l % of Total Sample Target and Sample a 
Total Small Depts. 29 8.4% 19 8.2% -.2% 
Animal Center 2 2 
Parks 9 6 
Veterans Services 18 11 
Extension Services 115 33.4% 70 30.6% +2.8% 
4 H  15 9 
Master Gardeners 100 6 1 
Libraries 150 43.6% 109 47.6% +4.0% 
Fire 50 14.5% 31 13.5% -1.0% 
Total 344 100% 229 100% 
"Note. + Sample is over represented. - Sample under represented. 
The 229 surveys completed by participants here all considered to be valid with 
only eight surveys missing some information. Thus all surveys returned were utilized. 
Two surveys were missing information about the respondents' ages. Three surveys were 
missing occupation. Two respondents did not complete the Intention to Leave scale. 
The characteristics of the target population showed a mean age of 54 with a range 
of 18 to 88 years, but did not include data from Extension Services and the Fire 
Department. The final data producing sample of all departments showed a mean age of 
65.27 with a range of 19 to 94 years. The data-producing sample of those 25 and under 
underrepresented the target population by 30% and over represented the 65 and over age 
group. Findings cannot be generalized to all age groups, but because the final data- 
producing sample closely represented the target population distribution according to 
gender and one age group, findings can be generalized according to gender and the age 
group of 26 to 45. Comparisons of the target population and sample according to gender 
and age are shown in Table 4-2. 
Table 4-2 
Comparisons of the Target Population and Sample According to Age and Gender and 
Differences 
Department Target Population Data Producing Sample Percentage 
n=281a n=229 Difference 
Gender 
Male 
Female 
Age 
Average 
25 and Under 
Greater than 65 102 
(36.2%) 
a Data for target population did not include Fire and Extension Services. 
Reliability and Validity of the Measurement Scales 
Four scales were used in this study. First, was the Volunteer Functions Inventory 
(VFI), which measures six functions (subscales) of values, understanding, social, career, 
protection, and enhancement (Clary et al., 1998). The Satisfaction scale measures the 
level of satisfaction the volunteers have with their volunteer work (Penner & Finkelstein, 
1998). The Organizational Commitment Questionnaire (OCQ) measures the employee's 
desire and identification with the organization (Mowday et al, 1979). Lastly, the 
Intention to Leave scale measures the strength of the volunteer's intention to leave the 
organization (Weisberg, 1994). Prior to answering research questions and testing 
hypotheses, reliability and validity analyses were conducted on each of the four scales. 
Exploratory Factor Ana&szk andZnternaZ Conszktency Reha&zZ@ Ana&szk of 
Part3 Motives for Volunteering 
Part 3, Motives for Volunteering, was measured using the Volurzteer Functions 
Inventory (VFI) (Clary et al., 1998) consisted of 30 items with five items assessing the six 
major subscales of Values, Understanding, Social, Career, Protective, and Enhancement. 
The importance of the participant's reasons for volunteering was measured using a 7- 
point semantic differential scale with anchor ratings of 1 = "not at all important/accurate" 
to 7 = "extremely important/accurate". The score range is from 30 to 210, with the 
higher scores reflecting a greater importance for the motives of volunteering. 
Principal components analysis using varimax rotation was used to further 
establish construct validity of the VFI. It was expected that there would be six factors - 
Values, Understanding, Social, Career, Protective, and Enhancement. The number of 
factors extracted was determined by the number of items with eigenvalues greater than 
1.0. Exploratory factor analysis (EFA) depicted six factors. The eigenvalues total for 
Factor 1 through Factor 6 ranged from 1.161 and 9.23 1 and the total variance explained 
was 62.80%. However, of these, only items of three constructs (Career, Social, and 
Values) loaded on their respective factors. Five items from the Protective category, # 7, 
9, 11, 20, and 24, and four items from the Enhancement subscale, #5, 13, 26, and 27, 
loaded together to form Factor 1. The loadings ranged from .503 through ,786 and 
consisted of nine items. It was named Protective and Enhancement combining the titles 
of two subscales of the original VFZ. Generally, a loading of .4 is considered satisfactory 
in research for exploratory purposes (Garson, 2008). For Factor 2, five items from 
Understanding category, #12, 14, 18, 25, and 30, along with Enhancement #29, and 
Values #22, loaded together. However, because Values item # 22 also loaded with at 
least a .4 on Factor 5 (Values), it was analyzed as part of Factor 5 (Values). The loadings 
of the six items for Factor 2 ranged from .565 through .790. Factor 3, Career, consisted 
all five items in the original scale with high loadings of .743 to 347. Factor 4, Social, 
consisted of four of the five original items with loadings ranging from .561 to .771. 
Factor 5, Values, consisted of four of five original items and a fifth item (#22) moved 
from Factor 2. The loadings ranged from .418 to .748. Factor 6, with one item of 
"Others close to me place high value on community service" part of the original Social 
subscale, had the only item loading of .689 on Factor 6 and there were no other loadings 
more than .2 than on other factors. As such this item was deleted from further analysis 
since factor loadings should be "interpreted in the light of theory, not by arbitrary cutoff 
levels" (Garson, 2008, Factor Loadings section, para. 2). Therefore, the Motives for 
Volunteering measured by the VFI, is a multidimensional scale consisting of five 
subscales. The factor item loadings for the Volunteer Functions Inventory and the 
resulting subscale for the five factors are presented in Table 4-3. 
Table 4-3 
Factor Item Loadingsfor Part 3: Volunteer Functions Inventory with Subscales 
Part 3: Volunteer Functions Inventory Item 
Organized by Subscale 
Loadings for Factor 
Protective and Enhancement 9 Items 
VF120 Protective: Work through personal problems .786 ,236 
VFI 24 Protective: Good escape from my troubles .739 ,219 ,126 
VFI 9 Protective: Feel less lonely .719 .234 
VFI 13 Enhancement: Increases my self esteem .702 ,234 ,154 .I31 
VFI 27 Enhancement: Makes me feel better about 
.642 ,380 ,138 ,167 
mvself 
VFI 7 Protective: Helps me forget how bad I have 
.642 ,190 been feeling 
VFI 26 Enhancement: Makes me feel needed .621 .342 
VFI 5 Enhancement: Makes me feel important .547 ,179 ,201 .I55 
VFI 11 Protective: Relieves me of guilt of being more 
.503 fortunate than others 
Understanding 6 Items 
VFI 18 Understanding: Learn things through direct, 
hands on experience .790 ,148 
VFI 14 Understanding: Gain new perspective on things ,208 .698 ,332 
VFI 30 Understanding: Explore own strengths ,327 .693 ,121 ,112 
VFI 12 Understanding: Learn more about the cause .688 .I38 ,149 
VFI 29 Enhancement: Way to make new friends ,235 .640 ,387 
VFI 25 Understanding: Learn how to deal with variety 
,482 .565 ,159 ,112 ,130 
of people 
Career 5 Items 
VFI 21 Career: Succeed in chosen profession ,200 347 
VFI 28 Career: Experience will look good on my 
.I45 
resume 
342 ,136 
VFI 10 Career: New contacts that help my business or 
.I29 336 ,183 
career 
VFI 15 Career: Explore different career options ,182 ,188 .757 
VFI 1 Career: Foot in the Door .743 ,139 
Social 4 Items 
VFI 2 Social: Friends Volunteer ,201 ,188 .771 
VFI 4 Social: People close to me want me to volunteer ,272 .I 16 .728 
VFI 6 Social: People I know share interest in 
community service 
VFI 23 Social: ~miortant activity to people I know best ,312 ,209 .561 ,267 
Table 4-3 (Continued) 
Part 3: Volunteer Functions Inventory Item 
Organized by Subscale 
Loadings for Factor 
Values 5 Items 
VFI 16 Values: Compassion for people in need ,201 ,229 ,121 .748 ,151 
VFI 3 Values: Concerned about those less fortunate ,189 
.I95 .743 ,242 
VFI 19 Values: Important to help others ,133 ,362 .674 
VFI 8 Values: Genuinely concerned about group I am 
serving .450 -.387 
VFI 22 Values: Do something for cause important to me 
(Moved here from Factor 2) ,609 -.I54 .418 
1 Item 
VFI 17 Social: Others close to me place high value on 
community service ,142 ,101 ,127 ,199 .689 
(Deleted from further analysis) 
Internal consistency reliability of Part 3: 29-Item Volunteer Functions Inventory was 
calculated by using coefficient alphas. According to Garson (2008), acceptable 
coefficients may be between .60 and .70; however, coefficients higher than .70 are 
desirable. The total 29-Item VFI had a good internal consistency, a = .898. There were 
28 of 29 of the corrected item-total correlations above the minimum of .3 (Garson, 2008) 
as shown in Table 4-4. One item (VFI 8; Values, Genuinely concerned about group I am 
serving) with a corrected item to total correlation of .039, if deleted would increase the 
coefficient alpha to ct = .922, and was dropped from subsequent analysis. 
Table 4-4 
Corrected Item-total Correlations for the 29-Item Volunteer Functions Inventory 
(Revised Total Scale a = 398) 
Item 
Corrected Cronbach's 
Item-Total Alpha if Item 
Correlation Deleted 
VFI 1 Foot in the Door .397 ,896 
VFI 2 Friends Volunteer 
VFI 3 Concerned about those less fortunate 
VFI 4 People close to me want me to volunteer 
VFI 5 Makes me feel important 
VFI 6 People I know share interest in community service 
VFI 7 Helps me forget how bad I have been feeling 
VFI 8 Genuinely concerned about group I am serving 
VFI 9 Feel less lonely 
VFI 10 New contacts that help my business or career 
VFI 11 Relieves me of guilt of being more fortunate than others 
VFI 12 Learn more about the cause 
VFI 13 Increases my self esteem 
VFI 14 Gain new perspective on things 
VFI 15 Explore different career options 
VFI 16 Compassion for people in need 
VFI 18 Learn things through direct, hands on experience 
VFI 19 Important to help others 
VFI 20 Work through personal problems 
VFI 21 Succeed in chosen profession 
VFI 22 Do something for cause important to me 
VFI 23 Important activity to people I know best 
VFI 24 Good escape from my troubles 
VFI 25 Learn how to deal with variety of people 
VFI 26 Makes me feel needed 
VFI 27 Makes me feel better about myself 
VFI 28 Experience will look good on my resume 
VFl29 Way to make new friends 
VFI 30 Explore own strengths 
The next step was to calculate the coefficient alphas for the subscales. This 
involved removing items with corrected item-to-total correlations below .3 (Garson, 
2008) for each subscale and removing items associated with the subscale coefficient 
alpha increasing measurably. One item (VFI 22; Values, "Do something for cause 
important to me") if deleted would increase the coefficient alpha for the Values subscale 
minimally, from .776 to a = .797, however, deleting this item would not increase the 
overall coefficient alpha for the 28 item total scale. Therefore, the item was retained. 
The coefficient alphas for the remaining subscales ranged from .770 for the Social 
Subscale to .888 for the Protective and Enhancement subscale. The corrected item-to- 
total correlations for the Revised 28-item Volunteer Functions Inventory are presented in 
Table 4-5. With good factor loadings and reliability analysis, the Revised 28-Item 
Volunteer Functions Inventory, including five subscales was used to answer the research 
questions and test the hypotheses. 
Table 4-5 
CoefJicient Alphas and Corrected Item-total Correlations for Part 3: 28-Item Volunteer 
Functions Inventory Subscales (Total Revised Scale a = .922) 
Item Corrected Item- Cronhach's 
Total Correlation Alpha 
if ~tembe~eted 
Protective and Enhancement 
9 Items (Subscale score range 9 - 63) 
Coefficient a = .888 
VFI 7 Protective: Helps me forget how bad I have been 
feeline ,661 ,874 
- 
VFI 9 Protective: Feel less lonely ,606 ,878 
VFI 11 Protective: Relieves me of guilt of being more 
fortunate than others ,520 ,884 
VFI 20 Protective: Work through personal problems ,705 ,870 
VFI 24 Protective: Good escape from my troubles ,628 ,876 
VFI 5 Enhancement: Makes me feel important ,573 .881 
VFI 13 Enhancement: Increases my self esteem 
VFI 26 Enhancement: Makes me feel needed 
VFI 27 Enhancement: Makes me feel better about myself ,688 ,871 
Table 4-5 (Continued) 
Cronbach's 
Item Corrected Item- Alpha 
Total Correlation if Item Deleted 
Understanding and Enhancement 
6 Items (Subscale score range 6 - 42) 
Coefficient a = .846 
VFI 18 Understanding: Learn things through direct, hands on 
,617 ,823 
experience 
VFI 14 Understanding: Gain new perspective on things ,655 ,817 
VFI 30 Understanding: Explore own strengths ,686 ,809 
VFI 12 Understanding: Learn more about the cause ,585 ,830 
VFI 29 Enhancement: Way to make new friends ,591 ,828 
VFI 25 Understanding: Learn how to deal with variety of 
people 
Career 
5 Items (Subscale score range 5 - 35) 
Coefficient a = 390 
VFI 1 Career: Foot in the Door ,668 ,881 
VFI 10 Career: New contacts that help my business or 
career 
.774 .857 
VFI 15 Career: Explore different career options 
VFI 21 Career: Succeed in chosen profession 
VFI 28 Career: Experience will look good on my resume ,790 ,853 
Social 
4 Items (Subscale score range 4 -28) 
Coefficient a = .770 
VFI 2 Social: Friends Volunteer 
VFI 4 Social: People close to me want me to volunteer ,576 ,713 
VFI 6 Social: People I know share interest in community 
service ,590 ,706 
VFI 23 Social: Important activity to people I know best 
.541 .733 
Values 
4 Items (Subscale score range 4 -28) 
Coefficient a = -776 
VFI 3 Values: Concerned about those less fortunate .580 ,726 
VFI 16 Values: Compassion for people in need ,711 ,647 
VFI 19 Values: Important to help others ,636 ,698 
VFI 22 Values: Do something for cause important to me ,416 .797 
h?~p~~ratQry Factor Ana&szk andZnternaZ Conszktency ReEabih~ Ana&szk of 
Part 4 Satisfaction 
Part 4, Satisfaction was measured using a 5-point Likert scale. The score range 
for the three items is 3-15 where the higher the score the stronger the volunteer's 
satisfaction. Principal components analysis using varimax rotation was used to establish 
construct validity of the Satisfaction scale. It was expected that this scale would be 
unidimensional. Exploratory factor analysis (EFA) revealed only one factor. The 
eigenvalues total was 1.707 and the total variance explained was 56.890%. For the one 
factor, the loadings ranged from .286 and .525 and consisted of all three items. Item #2 
had a loading lower than .4 and was deleted from the rest of the analyses (Garson, 2008). 
Therefore, the Satisfaction scale is a two item unidimensional scale. The factor loadings 
for the Satisfaction scale are presented in Table 4-6. 
Table 4-6 
Factor Item Loadings for Part 4: Satisfaction Scale 
Part 4: Satisfaction Scale Item Loadings for Factor 
1 
Satisfaction 1 Satisfied with Marion County volunteer .463 
Satisfaction 2 Love volunteer work 
.494 
Satisfaction 3 Enjoy volunteer work more than others ,355 
Internal consistency reliability of the Revised 2-item Satisfaction measure was 
calculated by use of the coefficient alphas. This resulted in a total coefficient alpha of 
.661 (minimally satisfactory) but the item to total correlations were above .3 (Garson, 
2008). Both items were retained for this 2-item Satisfaction scale. Since this 2-item 
scale had acceptable factor loadings and satisfactory reliability, it was used to answer the 
research questions and was included in the regression models tested for the hypotheses. 
The corrected item-total correlations above the minimum of .3 (Garson, 2008) are 
presented in Table 4-7. 
Table 4-7 
Corrected Item-total Correlations for Part 4: Revised 2-Item Satisfaction Scale 
(Total Revised Scale a = .661) 
Part 4: Satisfaction Scale Item Corrected Cronbach's 
Item-Total Alpha if Item 
Correlation Deleted 
Satisfaction 1 Satisfied with Marion County volunteer ,518 NIA 
Satisfaction 2 Love volunteer work ,518 NIA 
Exploratory Factor Ana&szk andZntrnaZ Conszktency RehabzZ@ Ana&szj. of 
Part5 Organizational Commitment Questionnaire (OCQ) 
Part 5, Organizational Commitment uses a 7-point Likert scale to measure 15 
items, six of which are reverse scored because they are negatively phrased. The score 
range for the total scale is 15 to 105, where the higher scores reflect a higher level of 
organizational commitment. 
Principal components analysis using varimax rotation was used to further 
establish construct validity of the Part 5: Organizational Commitment Questionnaire. 
Although three subscales, affective, continuance, and normative commitment, have been 
measured by researchers, the scale was expected to be unidimensional (Fiorito et al., 
2007). The number of factors extracted was determined by the number of items with 
eigenvalues greater than 1.0. Exploratory factor analysis (EFA) revealed four factors. 
The eigenvalues ranged from 1.006 to 4.353 and the total variance explained was 
53.291%. For Factor 1, the loadings ranged from .439 to .765 and included a total of 
nine items, #1, 2,4, 5, 6, 8, 10, 14, and 15. Factor 2, loadings ranged from .502 to .747 
and included items 3, and 7. For Factor 3, one item loaded, # 13 with a loading of .704. 
One item loaded in Factor 3 with a -.627. For Factor 4, two items, # 11 and 12 ranged 
from .457 to 301. Two items, # 10 and 15, had loadings of .4 or higher on more than one 
factor, however, they were analyzed on Factor 1 (the highest loadings). Since the OCQ is 
ideally a unidimensional scale, the items #3, 7, 9, 11, 12, and 13, were deleted from the 
analysis, resulting in a 9-Item OCQ. The factor loadings for the 15 item OCQ are 
presented in Table 4-8. 
Table 4-8 
Factor Item Loadings for Part 5: OCQ 
Part 5: OCQ Item Loadings for Factor 
OCQ 5: Values of organization similar to my own 
OCQ 6: Proud to tell others I am part of organization 
OCQ 8: Inspires best of me in job performance 
OCQ 2: Talk up organization as great place to work 
OCQ 1: Willing to put in more effort than expected to help 
organization succeed 
OCQ 14: This is the best of all possible organizations 
OCQ 10: Glad I chose this organization to volunteer for 
OCQ 4: Accept almost any assignment to keep working in 
organization .457 
OCQ 15: Deciding to work for organization was definite 
mistake on my part (Reverse coded) .439 
OCQ 7: Just as well be working for a different organization 
(Reverse coded) (Was deleted from further analysis) 
OCQ 9: Little change in present circumstances to cause me to 
leave this organization -.221 
(Was deleted from further analysis) 
OCQ 3: Feel very little loyalty to organization 
(Reverse coded) (Was deleted from further analysis) ,168 
OCQ 13: Care about fate of organization 
(Was deleted from further analysis) 
OCQ 11: Not too much to be gained by sticking with 
organization's policies (Reverse coded) 
(Was deleted from further analysis) 
OCQ 12: Find it difficult to agree with organization's policies 
(Reverse coded) (Was deleted from further analysis) ,373 
The internal consistency reliability of the 15 item, Part 5: OCQ scale was 
calculated using Cronbach's alpha. Initially, the scale had poor reliability, a = .511. 
Minimally acceptable is .6 (Garson, 2008). Eleven of the 15 items had correlations above 
the minimum. Four items (# 7,9, 11, and 13) which also loaded on Factors 2, 3, and 4, if 
deleted would increase the coefficient alpha ranging from an a = .526 to ,589, that is 
higher than the overall alpha. Six items had corrected item-total correlations less than .3 
and were deleted from the rest of the analyses (items # 3, 4, 7, 9, 11, and 13) (Garson, 
2008). The corrected item-total correlations for the OCQ are shown in Table 4-9. 
Table 4-9 
Coefficient Alphas and Corrected Item-total Correlations for this 15 Item Part 5: OCQ 
(Total Scale Coeficient a = .511) 
Item Corrected 
Item-Total 
Correlation 
OCQ 1: Willing to put in more effort than expected to help organization 207 
succeed 
OCQ 2: Talk up organization as great place to work 
OCQ 3: Feel very little loyalty to this organization (Reverse coded) 
(Was deleted from further analysis) .247 
OCQ 4: Accept almost any assignment to keep working in organization ,154 
OCQ 5: Values of organization similar to my own ,513 
OCQ 6: Proud to tell others I am part of organization ,487 
OCQ 7: Would just as well be working for a different organization 
-.053 (Reverse coded) (Was deleted from further analysis) 
OCQ 8: Inspires best of me in job performance ,496 
OCQ 9: Little change in present circumstances to cause me to leave this 
organization (Was deleted from further analysis) -.229 
OCQ 1O:Glad I chose this organization to volunteer for ,354 
OCQ 11: Not much to be gained in sticking with organization's policies 
(Reverse coded) (Was deleted from further analysis) .069 
OCQ12: Find it difficult to agree with organization's policies 
(Reverse coded) W a s  deleted from further analysis) .377 
, ~ - .  
OCQ 13: Care about fate of organization (Was deleted from further 
analysis) 
. . 
OCQ 14: This is the best of all possible organizations ,449 
OCQ 15:Deciding to work for this organization was a mistake on my part 
,357 (Reverse coded) 
Cronbach's 
Alpha if 
Item 
Deleted 
.477 
Additional reliability analysis was conducted on the revised 9-item OCQ. 
Coefficient alphas were calculated for items that loaded on Factor 1. The total alpha on 
the revised 9 item scale was .778. All but one of the items (# 4) had satisfactory item-to- 
total correlations above the minimum of .3 (Garson, 2008). Deleting item # 4 would 
increase the alpha to .838. The corrected item-total correlations and the alpha for the 
Revised 9-Item OCQ are shown in Table 4-10. 
Table 4- 10 
Coejjicient Alphas and Corrected Item-Total Correlations for Part 5: 9 Item 
Organizational Commitment Questionnaire (Total Revised Scale a = .778) 
Item Corrected Cronbach's 
Item-Total Alpha if Item 
Correlation Deleted 
OCQ 1: Willing to put in more effort than expected to help 
.53 1 .75 1 
organization succeed 
OCQ 2: Talk up organization as great place to work ,568 ,744 
OCQ 4: Accept almost any assignment to keep working in 
organization .266 .838 
OCQ 5: Values of organization similar to my own .640 ,730 
OCQ 6: Proud to tell others I am part of organization ,620 ,746 
OCQ 8: Inspires best of me in job performance .626 ,735 
OCQ 10: Glad I chose this organization to volunteer for ,467 ,757 
OCQ 14: This is the best of all possible organizations ,527 .749 
OCQ15: Deciding to work for this organization was a 
definite mistake on my part (Reverse coded) ,387 .769 
The second step was to remove the item with corrected item-to-total correlations 
below .3 (Garson, 2008). Deleting "Accept almost any assignment to keep working in 
organization", item # 4 increased the alpha to .838 for the eight item subscale. All items 
had correlations above the minimum of .3 (Garson, 2008). Table 4-11 presents the 
corrected item-to-total correlations for the Revised &Item OCQ. With good factor 
loadings and reliability analysis, the Revised &Item OCQ was used to answer the 
research questions and test the hypotheses. 
Table 4-1 1 
Coefficient Alphas and Corrected Item-Total Correlatiorzs for Part 5: 8 Item 
Organizational Commitment Questionrzaire (Total Revised Scale a = 238) 
Item Corrected Item- Cronbach's Alpha if Item 
Total Correlation Deleted 
OCQ 1: Willing to put in more effort than expected 
to helo organization succeed ,536 ,823 
. - 
OCQ 2: Talk up organization as great place to work .576 .818 
OCQ 5: Values of organization similar to my own ,634 ,810 
OCQ 6: Proud to tell others I am part of 
organization ,670 
OCQ 8: Inspires best of me in job performance ,661 
OCQ 10: Glad I chose this organization to volunteer 
for 
OCQ 14: This is the best of all possible organizations ,550 3 2 2  
OCQ 15: Deciding to work for organization was a 
mistake ,435 ,834 
Part &Intention to Leave 
Intention to Leave, the 3-item scale has a 5-point rating scale with a score range 
between 3 and 15. Principal components analysis using varimax rotation was used to 
establish construct validity of Part 6: Intention to Leave. The eigenvalues was 1.796 and 
the total variance explained was 59.861%. The I~ztention to Leave scale is 
unidimensional. Due to the low loading of Item #2, this item was deleted from further 
analysis. Factor item loadings of the data producing sample are presented in Table 4-12. 
Table 4- 12 
Factor Item Loadings for Part 6: Intention to Leave Scale 
Part 6: Intention to Leave Scale Item 
Loadings for Factor 
Intention 1 : Considered leaving 
Intention 2: If I were to choose again I would choose volunteering 
(Reverse coded) (Was deleted from further analysis) 
Intention 3: Will Leave in near future 
The internal consistency reliability of Part 6: Intention to Leave was calculated 
using Cronbach's alpha. The scale had minimally consistency reliability of a = .613. 
Two items had correlations above the minimum of .3 (Garson, 2008). The corrected item 
total correlations and alpha if the item were to be deleted are shown in Table 4-13. 
Table 4- 13 
CoefSicient Alphas and Corrected Item-total Correlations for 3 Item Part 6: Intention to 
Leave (Coefficient Alpha = .613) 
Item Corrected Item- Cronbach's 
Total Alpha if Item 
Correlation Deleted 
Intention 1: Considered leaving ,560 .325 
Intention 2: If I were to choose again I would choose volunteering ,234 ,809 
(Reverse coded) (Item was deleted from further 
analysis) 
Intention 3: Will leave in near future ,528 .37 1 
Internal consistency reliability of the Revised 2-Item Intention to Leave measure 
was calculated by use of the coefficient alphas. Deleting item #2 increased the alpha to 
309 therefore item #2 was dropped from further analyses. Since this 2-item scale had 
satisfactory reliability, it was used to answer the research questions and was included in 
the regression models tested for the hypotheses. Deleting item #2 would improve the 
Cronbach's alpha for the scale illustrated in Table 4-14. 
Table 4- 14 
Coefficient Alphas and Corrected Item-total Correlations for 2 Item Part 6: Intention to 
Leave (Total Revised Scale CoefJicient Alpha = 209) 
Item Corrected Item-Total Cronbach's 
Correlation Alaha if Item 
Deleted 
Intention 1: Considered leaving .680 NIA 
Intention 3: Will leave in near future .h80 N I A  
Prior to answering research questions and testing hypotheses, reliability and 
validity analyses were conducted on each of the four scales which resulted in revised 
scales. The revised scales were utilized to answer the research questions and test 
hypotheses. As a result of EFA and reliability analysis, the scales were revised as shown 
in Table 4-15. 
Table 4-15 
Revision of Scales Resulting from EFA and Reliability Analysis 
Part Construct 
3 Motives for 
Instrument Name Measures Number of Items 
and Developer(s) and Score Range 
Revised 28-Item 7-Point Likert Rating 28 items 
Volunteering Volunteer Scale:(Total Scale) 1-7 scale 
Functions Inventory 28-196 Score 
Clary et al. (1998) Subscales: Range 
Values, 
Understanding, 4 (1-7) 4-28 
Social, 6 (1-7) 6-42 
Career, 4 (1-7) 4-28 
Protective and Enhancement 5 (1-7) 5-35 
9 (1-7) 9-63 
4 Satisfaction Revised 2-Item 5 - Point Likert Rating Scale: 2 items 
Satisfaction Survey Satisfaction 1-5 scale 
Penner and 2-10 Score Range 
Finkelstein (1 998) 
5 Organizational Revised 8-Itenz 7-Point Likert Rating Scale: 8 items 
Commitment Organizational Organizational Commitment 1-7 scale 
Commitment 8-56 Score range 
Questionnaire 
Mowday, Steers 
and Porter (1979) 
6 Intention to Revised 2-Item 5-Point Likert Rating Scale: 2 items 
Leave Intention to Leave Intention to Leave 1-5 scale 
Scale 2-10 Score 
Weisberg ( I  994) Range 
In this study, convergent and divergent validity of the scales were examined 
through Pearson r correlations. Convergent validity was established between the Revised 
28-Item Volunteer Functions Inventory and its subscales (Protective and Enhancement (r 
= .880, p = .000), Understanding ( r  = .777, p =.000), Career (r  = .581, p = .000), Social 
( r  = .705, p = .000), and Values ( r  = .650, p = .000)), Satisfaction (r  = .271, p = .000), 
and Organizatiorzal Commitment (r  = .203, p = .002). However, it was not established 
with the Intention to Leave scale ( r  = .063. p = .344). 
The Protective and Enhancement subscale was significantly and positively related 
to the 28-Item Volunteer Functions Inventory Revised and all the VFI subscales. 
Convergent validity was not established with the Intention to Leave scale (r  = . I l l ,  p = 
.094). The Understanding subscale was significantly and positively related to the 
Revised 28-Item Volunteer Functions Inventory and all the VFI subscales. Convergent 
validity was not established with the Understanding subscale and the Intention to Leave 
scale ( r  = -.034, p = .616). 
The Career subscale was significantly and positively related to the Revised 28- 
Item Volunteer Functions Inventory and the VFI subscales. Convergent validity was not 
established with the Satisfaction scale ( r  = .031, p = .641), Intention to Leave scale (r  = - 
.021, p = .752), and OCQ scale (r  = -.061, p = .357). 
The Social subscale was significantly and positively related to the Revised 28- 
Item Volunteer Functions Inventory, all the VFI subscales, and Intention to Leave scale. 
Convergent validity was not established with the Satisfaction (r  = .025, p = .705), and 
OCQ scale ( r  = .056, p = .401). 
The Values subscale was significantly and positively related to the Revised 28- 
Item Volunteer Functions Inventory, all the VFI subscales, Satisfaction, and OCQ scale. 
Convergent validity was not established between the Values subscale and the Intention to 
Leave scale ( r  = -.05 1, p = .446). 
The Satisfaction subscale was significantly and positively related to the Revised 
28-Item Volunteer Functions Inventory and the VFI Protective and Enhancement 
subscale, Understanding subscale, Values subscale, and OCQ subscale. Divergent 
validity was established with the Intention to Leave scale (r  = -.180, p = .000). 
The OCQ scale was significantly and positively related to the Revised 28-Item 
Volunteer Functions Inventory and the Protective and Enhancement subscale, 
Understanding subscale, Values subscale, and Satisfaction scale. Divergent validity was 
established with the Intention to Leave scale ( r  = -.352, p = .000). 
The Intention to Leave scale was significantly and positively related to the VFI 
Social subscale. Convergent validity was not established for the Intention to Leave scale 
with the Revised 28-Item Volunteer Functions Inventory, the VFI Protective and 
Enhancement subscale, Understanding subscale, Career subscale, and Values subscale. 
Divergent validity was established for the Intention to Leave scale with the Satisfaction 
scale ( r  = -.180, p = .007), and OCQ scale (r  = -.352, p = .000). Results of Pearson r 
correlations to establish convergent and divergent validity for the scales in this study are 
shown in Table 4 - 16. 
Table 4-16 
Pearson r Correlation Matrix of Study Scales: Convergent and Divergent Validity 
P P P P P P P P 
VFI Revised Total 
VFI Protective & ,880 
Enhancement ,000 
9 Items 
VFI Understanding ,777 ,561 
6 Items ,000 ,000 
VFI Career ,581 .381 .307 
5 Items ,000 .OOO .OOO 
VFI Social ,705 ,564 ,388 ,319 
4 Items .OOO .OOO .OOO .OOO 
VFI Values .650 ,440 ,543 ,191 ,379 
4 Items ,000 .OOO ,000 ,004 ,000 
VFI Satisfaction ,271 ,220 ,333 ,031 .025 ,373 
2 Items .OOO ,001 ,000 ,641 ,705 ,000 
OCQ .203 ,130 .I30 -.061 .056 .295 ,487 
8 Items ,002 ,049 .049 .357 .401 ,000 ,000 
Intention to Leave ,063 ,111 -.034 ,021 ,134 -.051 ,180 -.352 
2 Items ,344 ,094 ,616 ,752 ,043 .446 ,007 ,000 
Research Questions 
Research Question 1 
What are characteristics of Marion County volunteers, governmental organizational 
characteristics, motives for volunteering (values, understanding, enhancement, career, 
social, and protective functions), organizational commitment, satisfaction, and intentions 
to leave? 
Volunteer Characteristics Descriptive Analysis 
Marion County vohnteer characteristics. A descriptive research design was 
used to answer Research Question 1. This included measures of central tendency (the 
mean), frequency distributions, and variability to describe the variables of the volunteers' 
characteristics. The frequency distribution of volunteers' gender, age, marital status, 
race, ethnicity, employment status, volunteer experience, frequency, education, 
occupation, and index of social position are shown on Table 4-17. The volunteers' 
average age was 65 years. Ages ranged from 19 to 94 years old. Of the volunteers who 
completed the survey, 157 (69%) were female and 72 (31%) were male. The majority of 
respondents were married (72.9%). Most of the volunteers were White (97.8%) and 
98.7% were not Hispanic or Latino. The majority of volunteers were not working 
(75.5%). The average length of experience in the organization as a volunteer was 58 
months (4 years, 10 months). The range of experience was from just one month to 36 
years (432 months). The average frequency of volunteering was 3.7 days per month. 
Thirty six percent of the respondents had one to three years of college education. Most 
volunteers were administrative personnel, owners of small businesses, and minor 
professionals (26.6%). The average Index of Social position (ISP) was 33.9, in the 
middle range of Hollingshead's Index of Social Position. 
Table 4-17 
Marion County Volunteer Characteristics 
Demographic Variable Frequency Percent Mean 
Gender 229 
Male 72 31.0 
Female 157 69.0 
Marital Status 
Married 
Single, Never Married 
Divorced or Separated 
Widow or Widower 
Race 
White 
Black or African American 
American Indian or Alaska Native 
Asian 
Native Hawaiian or Pacific Islande~ 
Ethnicity 
Not Hispanic or Latino 
Hispanic or Latino 
Employment Status 
Currently not working 
Currently employed (Full-time) 
Currently employed (Part-time) 
Months in Organization as a volunteer 58.37 
Frequency 3.7 
1 day per month 29 12.7 
2 days per month 27 11.8 
3 days per month 31 13.5 
4 days per month 38 16.6 
5 days per month 104 45.4 
Table 4- 17 (Continued) 
Demographic Variable 
Education 
Professional (MA, MS, ME, MD, PhD, LLD) 
Four-year college graduate 
One to three years college 
High School graduate 
Ten to eleven years of school 
Seven to nine years of school 
Less than seven years of school 
Occupation 
Higher executives of large concerns, proprietors and 
major professionals 
Business managers, proprietors of medium sized 
business and lesser professional 
Administrative personnel, owners of small 
businesses, and minor professionals 
Clerical and sales workers, technicians, and owners 
of little businesses 
Skilled manual employees 
Machine operators and semiskilled employees 
Unskilled employees 
Never worked (written in by respondent) 
ISP 
Upper 11-18 
Upper- Middle 19-31 
Middle 32-47 
Lower-Middle 48-63 
Lower 64-77 
Frequency Percent Mean 
Marion County governmental organizational characteristics. The 
characteristics of the Marion County Government organization as it pertains to volunteers 
are shown in Table 4-18. Most of the volunteers were located in the Library Department 
(47.6%). Citizen ContactICornmunity Service was the highest type of service (72.1%). 
Most volunteers 46.7% were assigned to support staff roles providing public service with 
direct public contact. Only 5.2% performed maintenance related functions. 
Table 4- 18 
Marion County Governmental Organizatiorzal Characteristics 
Demographic Variable Frequency Percent 
Department 
Small Departments - Animal Services, Parks, & Veteran Services 19 8.3 
Extension Services - 4-H & Master Gardeners 70 30.6 
Fire 31 13.5 
Library 109 47.6 
Type of Service 
Animal Contact 
Citizen Contact/Community Service 
Emergency Response 
Nature/Outdoors 
Role of Volunteer 
Clerical duties, office related support with little or no public contact 32 14.0 
Support staff role providing public service with direct public contact 107 46.7 
Support staff responding to emergency incidents 26 11.4 
Providing public information assisting at special events 52 22.7 
Performing maintenance related functions 12 5.2 
Motives for volunteering descriptive analysis. The Revised 28-Item Volunteer 
Functions Inventory scale resulting from exploratory analysis is presented in Table 4-19. 
Scores for each item in the five subscales ranged from 1 to 7. A score of 1 meant that the 
item was not at all important to the respondent, where a score of 7 was extremely 
important. For the total revised scale, the score range is from 28 to 196. The average 
total scale score was 100.12 (of a possible range of 28 to 196) with a 3.58 (range 1 to 7) 
on the mean item score suggesting that the respondents were in the mid-range in their 
motives for volunteering. The lowest average item score was in the 5-Item Career 
subscale (1.75 for VFI 1 Career: Foot in the Door.) The highest average score was in the 
$-Item Values subscale (5.87 for VFI 19 Values: Important to help others). The overall 
average item scores for the remaining subscales were: 9-Item Protective and 
Enhancement - 3.16; 6-Item Understanding and Enhancement - 4.72; and 4-Item Social 
Table 4- 19 
Mean Scale and Subscale and Average Item Score for the 28-Item 
Volunteer Functions Inventory 
Item # and Part 3: Volunteer Functions Inventory Scale and 
Outcomes Scale Subscale 
Mean 
Resulting Subscales n Score 
Protective and Enhancement 
9 Items (Subscale score range 9 - 63) 
VFI 7 Protective: Helps me forget how bad I have been feeling 229 35.46 
VFI 9 Protective: Feel less lonely 229 25.74 
VFI 11 Protective: Relieves me of guilt of being more fortunate than 
others 
VFI 20 Protective: Work through personal problems 
VFI24 Protective: Good escape from my troubles 
VFI 5 Enhancement: Makes me feel important 
VFI 13 Enhancement: Increases my self esteem 
VFI 26 Enhancement: Makes me feel needed 
VFI 27 Enhancement: Makes me feel better about myself 
Protective and Enhancement Total Score 
Understanding and Enhancement 
6 Items (Subscale score range 6 - 42) 
- 
VFI 18 Understanding: Learn things through direct, hands on 
experience 
VFI 14 understanding Gain new perspective on things 229 29.58 
VFI 30 Understanding: Explore own strengths 229 26.04 
VFI 12 Understanding: Learn more about the cause 229 27.96 
VFI 29 Enhancement: Way to make new friends 229 28.80 
VFI 25 Understanding: Learn how to deal with variety of people 229 25.56 
Understanding and Enhancement Total Score 229 28.31 
Career 
5 Items (Subscale score range 5 - 35) 
VFI I Career: Foot in the Door 228 8.75 
VFI 10 Career: New contacts that help my business or career 229 9.10 
VFI 15 Career: Explore different career options 229 10.15 
VFI 21 Career: Succeed in chosen profession 229 9.10 
VFI 28 Career: Experience will look good on my resume 229 9.45 
Career Total Score 228 9.32 
Average 
Item Score 
(Range 1-7) 
Table 4- 19 (Continued) 
Item # and Part 3: Volunteer Functions Inventory Scale and Average 
Outcomes Scale Subscale Item Score 
Resulting Subscales Mean (Range 1-7) 
n Score 
Social 
4 Items (Subscale score range 4 -28) 
W 2 Social: Friends Volunteer 229 10.20 2.55 
VFI 4 Social: People close to me want me to volunteer 229 10.16 2.54 
VFI 6 Social: People I know share interest in community service 229 16.24 4.06 
VFI 23 Social: Important activity to people I know best 229 15.04 3.76 
Social Total Score 229 12.91 3.23 
Values 
4 Items (Subscale score range 4 -28) 
VFI 3 Values: Concerned about those less fortunate 229 18.84 4.71 
VFI 16 Values: Compassion for people in need 229 19.52 4.88 
VFI 19 Values: Important to help others 229 23.48 5.87 
VFI 22 Values: Do something for cause important to me 229 22.92 5.73 
Values Total Score 229 21.19 5.30 
Total 28-Item Volunteer Functions Inventory Score (28-196) 229 100.12 3.58 
Organizational Commitment descriptive analysis. Volunteers' responses to the 
unidimensional Revised 8-Item Orgarzizational Commitment Scale are shown in Table 4- 
20. Scores for each of the 8 items range from 1 to 7 where 1 is strongly disagree, 4 is 
neither disagree nor agree, and 7 is strongly agree. For the total revised scale, the score 
range was 8 to 56, where the higher scores reflect a higher level of organizational 
commitment. The mean scores ranged from 5.61 (OCQ 8: Inspires best of me in job 
performance) to 6.48 (OCQ 6: Proud to tell others I am part of organization). The total 
scaled score was 47.96 (range 8-56), which is high. Marion County volunteers have a 
strong sense of organizational commitment to the departments where they are working. 
Table 4- 20 
Mean Scores for the 8-Item Organizational Conznzitment Scale 
Mean Score 
Organizational Commitment n (Range 1 to 7) 
OCQ I :  Willing Lo put in more effort than expected to 
help organization succeed 229 6.00 
OCQ 2: Talk up organization as great place to work 229 5.93 
OCQ 5: Values of organization similar to my own 229 5.62 
OCQ 6: Proud to tell others I am part of organization 229 6.48 
OCQ 8: Inspires best of me in job performance 229 5.61 
OCQ 10: Glad I chose this organization to volunteer for 229 5.91 
OCQ 14: This is the best of all possible organizations 229 5.75 
OCQ 15: Deciding to work for organization was a mistake 
(Reverse coded) 229 6.67 
8-Item Total (Range 8-56) 47.96 
Satisfaction descriptive analysis. The summary ratings of the volunteers' 
satisfaction are presented in Table 4-21. Scores for the 2-Itenz Satisfaction Scale ranged 
from 2-10. Each item was rated 1 to 5 where 1 is strongly disagree, 3 was neutral, and 5 
was strongly agree. The lowest average score was 4.15 (Satisfaction 1: I am satisfied 
with my experiences as a Marion County government volunteer.). Satisfaction 2: I love 
my volunteer work, was slightly higher with an average score of 4.45. The total scaled 
score was 8.60 (range 2-10) indicating high volunteer satisfaction. 
Table 4-2 1 
Mean Scores for the 2-Item Satisfaction Scale 
Mean Score 
Satisfaction Scale Item n (Range 1-5) 
Satisfaction 1 :Satisfied with Marion County volunteer 229 4.15 
Satisfaction 2:Love volunteer work 229 4.45 
2-Item Total (Range 2-10) 229 8.60 
Intention to leave descriptive analysis. The 2-Itenz scale resulting from 
exploratory factor analysis is presented in Table 4-22. The 2-Itenz Intention to Leave 
Scale scores ranged from 2-10, where each item is rated 1 to 5 where 1 is very little, 3 is 
average and, 5 is very much; the greater the number of the response the stronger the 
volunteer's intention to leave the organization The lowest average score was F.57 
(Intention 3: I think in the near future that I will leave my volunteer position.). Only 
slightly higher, Intention 1 (I have considered leaving my volunteer position.) had a mean 
score of 1.58. The total scaled score was 3.15 (Range 2-10) indicating that overall 
Marion County government volunteers have low intention to leave. 
Table 4-22 
Mean Scores for the 2-Item Intention to Leave Scale 
Mean Score 
Intention to Leave scale n (Range 1-5) 
Intention 1: Considered leaving 228 1.58 
Intention 3: Will leave in near future 227 1.57 
2-Item Total (Range 2-10) 227 3.15 
Research Question 2 
Are there differences in governmental organizational characteristics, motives for 
volunteering (values, understanding, enhancement, career, social, and protective 
functions), organizational commitment, satisfaction, and intentions to leave according to 
the characteristics of Marion County volunteers? 
Gender and Ethnicity Differences: Independent t-Tests 
Independent t-tests were used to compare motives for volunteering (values, 
understanding, career, social, and protective and enhancement functions), organizational 
commitment, satisfaction, and intention to leave according to the gender of Marion 
County volunteers. Because the sample size for Hispanics was only three, differences 
according to ethnicity were not conducted. Although Mann-Whitney U offers a 
nonparametric alternative to the independent t-test, analysis was not conducted since it 
would not provide significant results. 
Males scored higher on the 28-Item VFI Revised Total scale and on each of the 
subscales. Their scores were significantly higher on the 28-Item VFI Revised Total scale 
(t = 2.98, p = .003) as well as the Understanding (t = 2.17, p = .031), Career (t = 3.62, p 
= .000), and Social (t = 2.35, p = .020) subscales than females. Although not significant, 
an independent t-test resulted in a trend for gender differences according to Values 
(t=1.90, p = ,058). There was little variation in scores on the OCQ, Satisfaction and 
Intentiorz to Leave scales according to gender. The results of the t-test comparisons of the 
28-Item Revised Total scale and VFI subscales, OCQ, Satisfactiorz, and Intention to Leave 
according to gender are shown in Table 4-23. 
Table 4-23 
Comparison of Marion County Government Volunteers' Motives for Volunteering, 
Organizational Commitment, Satisfaction and Intentions to Leave According to Gender: 
Independent t-test 
Total Males Females 
Variables Mean Mean Mean Mean 
N=228 Difference t-value p-value N=70 N=158 
VFI Revised Total 
28-Items 109.00 96.18 12.82 2.98 ,003 
Protective and 
Enhancement 
9 Items 30.54 27.46 3.07 1.61 .I08 
Understanding 
and 
Enhancement 30.13 27.49 2.63 2.17 .03 1 
6 Items 
Career 5 Items 11.74 8.24 3.50 3.62 ,000 
Social 4 Items 14.35 12.27 2.09 2.35 ,020 
Values 4 Items 22.23 20.72 1 .SO 1.90 ,058 
OCQ Revised 
8 Items 
Satisfaction Revised 8.76 8.53 .24 1.24 ,217 
2 Items 
Intention to Leave 
Revised 2 Items 3.03 3.20 -. 17 -.66 ,513 
To test for significant differences in motives for volunteering (protective and 
enhancement, understanding, career, social, and values) organizational commitment, 
satisfaction, and intentions to leave according to age, gender, marital status, race, 
ethnicity, employment status, volunteer experience, frequency of volunteering, education 
levels, occupational levels, and Index of Social position (ISP) of Marion County 
volunteers, ANOVA were used. Tukey's tests were used as post hoc comparisons when 
significant F values resulted from ANOVA analyses. This provided a comparison 
control for Type I errors by correcting the level of significance for each test (Field, 2005). 
According to Field (2005) a Type I error, also known as a false positive, "occurs when 
we believe that there is a genuine effect in our population" (p. 748), when in reality none 
exists. Tukey's test compares the largest mean with the smallest mean, and then 
continues to compare the largest mean to the next smallest mean until no significant 
difference is found. 
Age. For comparison of the 28-Item Volunteer Functions Inventory Revised Total 
scale and VFI subscales according to age, the variable was recoded into six age groups so 
that post hoc tests could be performed. There were statistically significant differences 
according to age groups in Career subscale (F = 13.00, p = .000) where Career scores 
were higher for volunteers that were younger than 40 years old (M=18.80) than they were 
for 51-60 year olds (M = 10.20), than 61-70 year olds (M= 8.47), 71-80 year olds 
(M=6.81), and over 80 year olds (M=7.0). Also, in the Career subscale, scores were 
higher for 41-50 year olds (M=13.89) than 61-70 year olds (M=8.47), 71-80 year olds 
(M= 6.81), and over 80 year olds (M=7.0). 
There were no statistically significant differences (p = .05) in the Protective and 
Enhancement subscale, Understanding subscale, Social subscale, Values subscale, OCQ, 
and Satisfaction according to age groups. However there were two trends that resulted, 
VFI Total ( p  = .086) and Intention to Leave (p = .090). The results of ANOVA according 
to age are shown in Table 4-24. 
Table 4-24 
Comparisorzs in Marion County Govenznzzent Volunteers' Motives for Volunteeriizg, 
Orgarzizatiorzal Comnzitnzent, Satisfaction and Intentions to Leave According to Age 
Groups: ANOVA and Post Hoc Comparisons 
N= Tukey 
Variable and Age Groups 227 Mean F p-value Post Hoe 
Comparison 
VFI Revised Total 28 Items 226 1.96 .086 
< 40 15 114.67 
41 -50 18 108.22 
51 -60 30 104.77 
61 - 70 74 95.87 
71-80 73 95.10 
>80 16 106.63 
Protective and Enhancement 227 28.30 .5 1 ,769 9 Items 
< 40 15 28.13 
41 -50 18 30.06 
51 -60 30 28.60 
61 -70 75 27.39 
71 - 80 73 27.77 
>80 16 32.75 
Understanding 6 Items 227 28.26 1.16 ,332 
< 40 15 30.27 
41-50 18 29.83 
51 -60 30 30.23 
61 -70 75 27.28 
71 -80 73 27.26 
>80 16 30.13 
Career 5 Items 226 9.18 13.00 ,000 
c 40 15 18.80 
41 -50 18 13.89 
51 -60 30 10.20 
61 -70 74 8.47 
71-80 73 6.81 
>80 16 7.00 
< 40 > 51-60 ,000 
<40>61-70  ,000 
< 40 >71 - 80 .OOO 
< 40 > >80 ,000 
41 -50>61-70  ,009 
41-50>71-80 ,000 
41 - 50 >>80 ,012 
Table 4-24 (Continued) 
N= Tukey 
Variable and Age Groups 227 Mean F p-value Post HOC 
Comparison 
Social 4 Items 227 12.89 1.60 .I62 
< 40 
41 -50 
51 -60 
61 -70 
71-80 
>80 
Values 4 Items 
c 40 
41 - 50 
51 -60 
61 -70 
71-80 
>80 
OCQ Revised Total 8 Items 
< 40 
41 -50 
51-60 
61 -70 
71-80 
>80 
Satisfaction Revised Total 2 Items 
< 40 
41 - 50 
51 -60 
61 -70 
71 -80 
>80 
Intention to Leave Revised Total 
2 Items 
< 40 
41 -50 
51 -60 
61 -70 
71-80 
>80 
Marital status. For comparison of the Revised 28-Ztenz Volunteer Functiorzs 
lnvelztory Total scale and VFI subscales according to marital status, there were 
statistically significant differences between marital status groups on the VFI subscale of 
Career (F = 11.628, p = .000) where there were more Single, Never Married volunteers 
(M = 21.78) than Widowed (M = 8.58), Married (M = 8.81), and Divorce or Separated 
(M = 9.27). There were no statistically significant differences (p = .05) between marital 
status as it pertained to the Urzderstalzding subscale, Social subscale, Values subscale, 
OCQ, Satisfaction, and Intention to Leave scales. However, there were two trends that 
resulted. The first trend was the VFI Total (p =.079) and the second was with the 
Protective and Enhancement subscale 07 =.057). The results of ANOVA and post hoc 
comparisons according to marital status are shown in Table 4-25. 
Table 4-25 
Comparisons in Marion County Government Volunteers' Motives for Volunteering, 
Organizational Commitment, Satisfactiorz and Intelztions to Leave Outcomes According 
to Marital Status: ANOVA and Post Hoc Comparisolzs 
Variables and Marital Status 
VFI Revised Total 28 Items 
Married 
Single, Never Married 
Divorced or Separated 
Widowed 
Protective and Enhancement 9 Items 
Married 
Single, Never Married 
Divorced or Separated 
Widowed 
Understanding 6 Items 
Married 
Single, Never Married 
Divorced or Separated 
Widowed 
Career 5 Items 
Married 
Single, Never Married 
Divorced or Separated 
Widowed 
Single, Never Married 
>Widowed 
Single, Never Marriedr 
Married 
Single, Never Married > 
Divorced or Separated 
Social 4 Items 
Married- 
Single, Never Married 
Divorced or Separated 
Widowed 
. Values 4 Items 
Married 
Single, Never Married 
Divorced or Separated 
Widowed 
Mean 
Tukey's 
F p-value Post Hoc 
Comparison 
2.29 ,079 
Table 4-25 (Continued) 
Tukey's 
Variables and Marital Status N Mean F p-value Post HOC 
Comparison 
OCQ Revised Total 8 Items 229 .76 ,519 
Married 167 48.37 
Single, Never Married 9 46.56 
Divorced or Separated 15 47.13 
Widowed 3 8 46.82 
Satisfaction Revised Total 2 Items 229 .06 ,979 
Married 167 8.62 
Single, Never Married 9 8.56 
Divorced or Separated 
Widowed 
Intention to Leave Revised Total 
2 Items 
Married 166 3.14 
Single, Never Married 9 2.33 
Divorced or Separated 15 2.73 
Widowed 37 3.54 
Race. For comparison of the 28-Item Volunteer Functiorzs Inventory Revised 
Total scale and VFI subscales according to race, there was a statistically significant 
differences between the racial groups on the VFI Total (F =3.22, p = .042), but post hoc 
tests were not performed because one group had fewer than two cases. There were no 
statistically significant differences (p = .05) between the racial groups as it pertained to 
the VFI Protective and Enhancement subscale, Understandirzg and Enhancement 
subscale, Career subscale, Social subscale, Values subscale, OCQ, Satisfaction, and 
Intention to Leave scales. 
Ernployinent status. For comparison of the 28-Item Volunteer Functions 
Inventory Revised Total scale and VFI subscales according to employment, there were 
statistically significant differences between the groups on VFI Total (F = 4.469, y = .012) 
where the Tukey's post hoc comparisons elicited a trend in higher scores for those 
working full-time and part-time compared to those that were not worlung (p = .065 and 
.068). For the Understanding subscale (F = 3.600, y = .029), those that were employed 
part-time had significantly higher scores than those that were not working. For the 
Career subscale (F = 26.199, y = .000), both part-time and full-time had significantly 
higher scores than those that were not working. 
There were no statistically significant differences between employment groups on 
the VFI Protective and Enlzarzcenzent subscale, Social subscale, Values subscale, OCQ, 
Satisfaction, and Intention to Leave scales. The results of ANOVA and post hoc 
comparisons according to employment status are shown in Table 4-26. 
Table 4-26 
Comparisons in Marion County Government Volunteers' Motives for Volunteering, 
Organizational Commionent, Satisfaction and Intentions to Leave Outcomes According 
to Employment: ANOVA and Post Hoc Comparisons 
Tukey's 
Variables and Employment Status N Mean F p-value Post Hoc 
Comparison 
VFI Revised Total 28 Items 228 4.47 ,012 
Currently not working (NW) 173 96.84 
Currently employed (Part time) (PT) 16 114.38 
Currently employed (Full time) (FT) 39 108.82 
PT >NW 
m > N W  
Protective and Enhancement 9 Items 229 .22 ,804 
Currently not working (NW) 174 28.32 
Currently employed (Part time) (PT) 16 30.50 
Currently employed (Full time) (FT) 39 27.97 
Table 4-26 (Continued) 
Tukev's 
Variables and Employment Status N 
Understanding 6 Items 229 
Currently not working (NW) 174 
Currently employed (Part time) (PT) 16 
Currently employed (Full time) (FT) 39 
Career 5 Items 228 
Currently not working (NW) 173 
Currently employed (Part Lime) (PT) 16 
Currently employed (Full time) (FT) 39 
FT>NW 
PT > NW 
Social 4 Items 229 
Currently not working (NW) 174 
Currently employed (Part time) (PT) 16 
Currently employed (Full time) (FT) 39 
Values 4 Items 229 
Currently not working (NW) 174 
Currently elnployed (Part time) (PT) 16 
Currently employed (Full time) (FT) 39 
- 1  OCQ Revised Total 8 Items 229 
Currently not working (NW) 174 
Currently employed (Part time) (PT) 16 
Currently employed (Full time) (FT) 39 
Satisfaction Revised Total 2 Items 229 
Currently not working (NW) 
( 
174 
Currently employed (Part time) (PT) 16 
Currently employed (Full time) (FT) 39 
Intention to Leave Revised Total 2 Items 229 
Currently not working (NW) 172 
Currently employed (Part time) (PT) 16 
t Currently employed (Full time) (FT) 39 
Mean F p-value Post ~ o c  
Comparison 
3.60 .029 
27.69 
33.50 
28.95 
,024 
26.20 ,000 
7.65 
13.06 
15.18 
,000 
.003 
1.95 ,144 
12.45 
14.19 
14.44 
2.25 ,107 
20.76 
23.13 
22.28 
1.22 ,297 
48.02 
50.00 
46.87 
1.59 ,206 
8.53 
9.13 
8.69 
.80 ,453 
3.22 
3.13 
2.82 
Experience. For comparison of the 28-Item Volunteer Functions Inventory total 
I 
scale and VFI subscales by experience, post hoc tests could not be performed since there 
i 
were over 50 groups. Therefore, variables for experience were transformed into four 
groups and recoded as 1 - Less than one year, 2 - 1 to 3 years, 3 - 3 years, 1 month to 7 
years, and 4 - More than seven years. 
There were no statistically significant differences 0, = .05) between the groups as 
it pertained to the 28-Item Voluizteer Functions Inventory Revised Total scale, the VFI 
subscales, OCQ, Satisfaction, and Intention to Leave scales. The results of ANOVA 
according to experience are shown in Table 4-27 
Table 4-27 
Comparisons in Marion County Government Voluizteers' Motives for Volunteering, 
Organizational Commitment, Satisfaction and Intentions to Leave Outcomes According 
to Experience: ANOVA 
Variables and Experience N Mean F p-value 
VFI Revised Total 28 Items 228 100.12 .80 .495 
< l year 53 98.32 
1 to 3 years 68 98.32 
3 years 1 month to 7 years 52 98.23 
> 7 years 55 105.67 
Protective and Enhancement 9 Items 229 28.42 .82 ,482 
< 1 year 54 28.54 
1 to 3 years 68 27.49 
3 years 1 month to 7 years 52 27.08 
> 7 years 55 30.71 
Understanding 6 Items 229 28.31 1.03 ,379 
< l year 54 27.13 
1 to 3 years 68 27.71 
3 years 1 month to 7 years 52 28.81 
> 7 years 55 29.75 
Career 5 Items 228 9.32 .94 ,418 
< 1 year 53 10.69 
1 to 3 years 68 8.85 
3 to 7 years 52 8.73 
> 7 years 55 9.11 
Social 4 Items 229 12.91 1.18 ,319 
< 1 year 54 11.89 
1 to 3 years 68 13.18 
3 to 7 years 52 12.46 
> 7 years 55 14.02 
Table 4- 27 (Continued) 
Variables and Experience N Mean F p-value 
Values 4 Items 229 21.19 1.03 ,380 
< 1 year 54 20.22 
1 to 3 years 68 21.25 
3 to 7 years 52 21.15 
> 7 years 55 22.09 
OCQ Revised Total 8 Items 229 47.96 .37 ,775 
< 1 year 54 47.26 
1 to 3 years 68 47.56 
3 to 7 years 52 48.65 
> 7 years 55 47.5 1 
Satisfaction Revised Total 2 Items 229 8.60 ,735 ,532 
< 1 year 54 8.39 
1 to 3 years 68 8.69 
3 to 7 years 52 8.73 
> 7 years 55 8.56 
Intention to Leave Revised Total 2 Items 227 3.15 1.60 .I90 
< 1 year 54 2.87 
1 to 3 years 66 3.06 
3 to 7 years 52 3.08 
> 7 years 55 3.58 
Frequency of volunteering. For comparison of the 28-Item Volunteer Furzctions 
Inventory Revised Total scale and subscales according to frequency of volunteering, there 
were statistically significant differences between the groups on the VFI Values subscale 
(F = 3.034, p = .018). The mean for participants who volunteered five days per month 
was 22.35, while the mean for those who volunteered four days per month was 19.61. 
Post hoc comparisons, however, did not show a significant difference between the groups 
as the Tukey test is more conservative than other post hoc tests. There were no 
statistically significant differences ( p  = .05) between the groups as it pertained to the 28- 
Item VFI Revised Total, Protective and Enhancement subscale, Understanding and 
Elzharzcenzerzt subscale, Career subscale, Social subscale, Values subscale, OCQ, 
Satisfaction, and Irztentiolz to Leave scales. However, the VFI total resulted in a trend ( p  
= ,089). The results of ANOVA according to frequency of volunteering are shown in 
Table 4-28. 
Table 4-28 
Comparisons in Marion County Government Volunteers' Motives for Volunteering, 
Orgarzizatiolzal Commitment, Satisfaction and Intentiorzs to Leave Outcomes According 
to Frequency of Volulzteering: ANOVA 
Variables and 
Frequency of Volunteering N Mean F p-value 
VFI Revised Total 28 Items 228 2.05 .089 
I day per month 29 90.79 
2 days per month 27 97.89 
3 days per month 31 98.45 
4 days per month 37 94.24 
5 days per month 104 105.88 
Protective and Enhancement 9 Items 229 1.30 .270 
I day per month 29 24.69 
2 days per month 27 28.37 
3 days per month 31 27.03 
4 days per month 38 27.08 
5 days per month 104 30.37 
Understanding 6 Items 229 1.35 .25 1 
1 day per month 29 25.52 
2 days per month 27 27.56 
3 days per month 3 1 29.90 
4 days per month 38 27.66 
5 days per month 104 29.05 
Career 5 Items 228 28.3 1 1.61 ,172 
1 day per month 29 7.34 
2 days per month 27 9.74 
3 days per month 3 1 7.81 
4 days per month 37 8.92 
5 days per month 104 10.35 
Table 4 - 28 (Continued) 
Variables and 
Frequency of Volunteering 
Social 4 Items 
1 day per month 
2 days per month 
3 days per month 
4 days per month 
5 days per month 
Values 4 Items 
1 day per month 
2 days per month 
3 days per month 
4 days per month 
5 days per month 
OCQ Revised 8 Items 
1 day per month 
2 days per month 
3 days per month 
4 days per month 
5 days per month 
Satisfaction Revised 2 Items 
1 day per month 
2 days per month 
3 days per month 
4 days per month 
5 days per month 
Intention Revised 2 Items 
1 day per month 
2 days per month 
3 days per month 
4 days per month 
5 days per month 
Mean F p-value 
Education. For comparison of the 28-Item Volunteer Furzctiorzs Inventory 
Revised Total scale and VFI subscales according to education, the one to eleven years of 
school (N = 4 )  was deleted from the analyses. There were statistically significant 
differences according to education in VFI Total (F = 3.01, p = .031) where there were 
significantly more High School graduates (M = 106.56) than Four-year college graduates 
(M = 90.1 1).  There were statistically significant differences according to education on 
the Protective and Enhancement subscale total (F = 3.26, p = .022) where there were 
significantly more High School graduates (M = 32.14) than Four-year college graduates 
(M = 24.95). There were statistically significant differences between groups on the 
Social subscale total (F = 7.15, p = .000) where Social outcomes were more Professional 
(M = 14.51) than One to three years of college (M = 10.92), more High School graduates 
(M=14.85) than Four-year college graduates (M = 11.41) and, more High School 
graduates than those with One to three years of college (M = 10.92). 
There were no statistically significant differences 0, = .05) between educational 
groups for the VFI Understanding and Enha~zcenze~zt subscale, Career subscale, Values 
subscale, OCQ, Satisfaction, and Intention to Leave scales. The results of ANOVA and 
post hoc comparisons according to education are shown in Table 4-29. 
Table 4-29 
Comparisons in Marion Couizty Government Volunteers' Motives for Volunteering, 
Organizational Conzmitment, Satisfaction and Ziztentioizs to Leave According to 
Education: ANOVA and Post Hoc Comparisons 
N =  Tukey's 
Variable and Education 224 Mean F o-value Post Hoc 
Comparison 
VFI Revised Total 28 Items 3.01 .03 1 
Professional (P) 
Four-year college graduate (4 yr) 
One to three years college (1-3 yrs) 
High School graduate (HS) 
Protective and Enhancement 
9 Items 
Professional (P) 
Four-year college graduate (4 yr) 
One to three years college (1-3 yrs) 
High School graduate (HS) 
HS >4 yr 
Understanding 6 Items 
Professional (P) 
Four-year college graduate (4 yr) 
One to three years college (1-3 yrs) 
High School graduate (HS) 
Career 5 Items 
Professional (P) 
Four-year college graduate (4 yr) 
One to three years college (1-3 yrs) 
High School graduate (HS) 
Social 4 Items 
Professional (P) 
Four-year college graduate (4 yr) 
One to three years college (1-3 yrs) 
High School graduate (HS) 
P > 1-3 yrs 
HS > 1-3 yrs 
HS > 4-yr 
Table 4-29 (Continued) 
N =  Tukey's 
Variable and Education 224 Mean F p-value Post Hoc 
Comparison 
Values 4 Items .62 ,606 
Professional (P) 39 22.21 
Four-year college graduate (4 yr) 37 20.76 
One to three years college (1-3 yrs) 83 20.92 
High School graduate (HS) 66 20.89 
OCQ Revised Total 8 Items .52 .667 
Professional (P) 39 48.54 
Four-year college graduate (4 yr) 37 47.54 
One to three years college (1-3 yrs) 83 47.51 
High School graduate (HS) 66 48.71 
Satisfaction Revised Total 2 Items .22 ,883 
Professional '(P) 39 8.74 
Four-year college graduate (4 yr) 37 8.57 
One to three years college (1-3 yrs) 83 8.58 
High School graduate (HS) 66 8.53 
Intention to Leave Revised Total 2 Items I .45 ,230 
Professional (P) 39 3.15 
Four-year college graduate 
(4 yr) 
o n e  to three years college 
(1-3 yrs) 
~ i g h  School graduate (HS) 65 3.49 
Occupation. For comparison of the 28-Item Volunteer Functions Inventory 
Revised Total Scale and VFI subscales by occupation, there were statistically significant 
differences between occupational groups for the VFI Revised Total (F = 3.22, p = .005) in 
Skilled manual employees (M=125.22) and Clerical and sales workers (M = 98.52), 
Business managers (M = 97.39), Higher executive of large concerns (M = 95.43), and 
Administrative personnel (M = 94.57). 
There were statistically significant differences between occupational groups on 
the Protective and Enhancement subscale (F= 4.24, p = .000) with more Skilled manual 
employees (M = 38.72) than Business managers (M = 25.96), Administrative personnel 
(M = 26.13), Higher Executives (M = 26.36), and Clerical and sales workers (M = 27.80). 
There were statistically significant differences between groups on the Social subscale 
total ( F  = 4.29, p = .000) with more Skilled manual employees (M = 19.1 1) than 
Administrative personnel (M = 11.36), Higher Executives (M = 12.07), Clerical and sales 
workers (M = 12.54), and Business managers (M = 13.09). 
There were no statistically significant differences (y = .05) between the groups as 
it pertained to the VFI Understandi~zg subscale, Career subscale, Values subscale, OCQ, 
Satisfaction, and Znterztion to Leave scales. The results of ANOVA and post hoc 
comparisons according to occupation are shown in Table 4-30. 
Table 4-30 
Conzparisoizs iiz Marion County Government Volunteers' Motives for Volunteering, 
Organizational Commihnelzt, Satisfaction and Irztentio1zs to Leave Outcomes According 
to Occupation: ANOVA and Post Hoc Comparisolzs 
Variables and Occupation 
VFI Revised Total 28 Items 
Higher executive of large concerns, 
proprietors, and major professionals 
(HE) 
Business managers, proprietors of medium- 
sized businesses, and lesser 
professionals (BM) 
Administrative personnel, owners of small 
businesses, and minor professionals 
(AP) 
Clerical and sales workers, technicians, and 
owners of little businesses (CSW) 
Skilled manual employees (SM) 
Machine operators and semiskilled 
employees (MO) 
Unskilled employees (UE) 
SM > HE 
SM > CSW 
Protective and Enhancement 9 Items 
Higher executive of large concerns, 
proprietors, and major professionals 
(HE) 
Business managers, proprietors of medium- 
sized businesses, and lesser 
professionals (BM) 
Administrative personnel, owners of small 
businesses, and minor professionals 
(AP) 
Clerical and sales workers, technicians, and 
owners of little businesses (CSW) 
Skilled manual employees (SM) 
Machine operators and semiskilled 
employees (MO) 
Unskilled employees (UE) 
Tukey's 
Mean F p-value Post Hoc 
Comparison 
3.22 ,005 
SM > HE 
SM > CSW 
Table 4-30 (Continued) 
Tukey's 
Variables and Occupation N Mean F o-value Post Hoc 
Comparison 
Understanding 6 Items 225 .99 ,431 
Higher executive of large concerns, proprietors, 
and major professionals (HE) 28 27.96 
Business managers, proprietors of medium-sized 
businesses, and lesser professionals (BM) 47 29.13 
Administrative personnel, owners of small 
businesses, and minor professionals (AP) 61 27.87 
Clerical and sales workers, technicians, and 
owners of little businesses (CSW) 54 27.28 
Skilled manual employees (SM) 18 32.44 
Machine operators and semiskilled employees 
(MO) 
Unskilled employees (UE) 
Career 5 Items 
Higher executive of large concerns, proprietors, 
and major professionals (HE) 
Business managers, proprietors of medium-sized 
businesses, and lesser professionals (BM) 
Administrative personnel, owners of small 
businesses, and minor professionals (AP) 
Clerical and sales workers, technicians, and 
owners of little businesses (CSW) 
Skilled manual employees (SM) 
Machine operators and semiskilled employees 
( M a  8 12.13 
Unskilled employees (UE) 9 12.11 
Social 4 Items 225 4.29 ,000 
Higher executive of large concerns, proprietors, 
and major professionals (HE) 28 12.07 
Business managers, proprietors of medium-sized 
businesses, and lesser professionals (BM) 47 13.09 
Administrative personnel, owners of small 
businesses, and minor professionals (AP) 61 11.36 
Clerical and sales workers, technicians, and 
owners of little businesses (CSW) 54 12.54 
Skilled manual employees (SM) 18 19.11 
Machine operators and semiskilled employees 
(MO) 8 16.00 
Unskilled employees (UE) 9 12.33 
SM > AP 
,000 
SM > HE 
.003 
SM > CSW 
,002 
SM > BM 
,008 
Table 4-30 (Continued) 
Variables and Occupation 
Values 4 Items 
Higher executive of large concerns, proprietors, 
and major professionals (HE) 
Business managers, proprietors of medium- 
sized businesses, and lesser professionals 
(BM) 
Administrative personnel, owners of small 
businesses, and minor professionals (AP) 
Clerical and sales workers, technicians, and 
owners of little businesses (CSW) 
Skilled manual employees (SM) 
Machine operators and semiskilled employees 
(MO) 
Unskilled employees (UE) 
OCQ Revised Total 8 Items 
Higher executive of large concerns, proprietors, 
and ma.jor professionals (HE) 
Business managers, proprietors of medium- 
sized businesses, and lesser professionals 
(BM) 
Administrative personnel, owners of small 
businesses, and minor professionals (AP) 
Clerical and sales workers, technicians, and 
owners of little businesses (CSW) 
Skilled manual employees (SM) 
Machine operators and semiskilled employees 
(MO) 
Unskilled employees (UE) 
Satisfaction Revised Total 2 Items 
Higher executive of large concerns, proprietors, 
and major professionals (HE) 
Business managers, proprietors of medium- 
sized businesses, and lesser professionals 
(BM) 
Administrative personnel, owners of small 
businesses, and minor professionals (AP) 
Clerical and sales workers, technicians, and 
owners of little businesses (CSW) 
Skilled manual employees (SM) 
Machine operators and semiskilled employees 
(MO) 
Unskilled employees (UE) 
- - - -  
Tukey's 
N Mean F p-value Post Hoc 
Comparison 
225 .88 ,510 
Table 4-30 (Continued) 
Tukey's 
Variables and Occupation Post Hoc N Mean F p-value Comparison 
Intention Revised Total 2 Items 223 ,918 ,483 
Higher executive of large concerns, 28 3.32 proprietors, and major professionals (HE) 
Business managers, proprietors of medium- 
sized businesses, and lesser professionals 47 3.23 
(BM) 
Administrative personnel, owners of small 
businesses, and minor professionals (AP) 59 2.86 
Clerical and sales workers, technicians, and 54 3.09 
owners of little businesses (CSW) 
Skilled manual employees (SM) 18 3.00 
Machine operators and semiskilled employees 
( M a  4.13 
Unskilled einployees (UE) 9 3.78 
ISP. The ISP variable was recoded into four social position groups so that post 
hoc tests could be performed if there was a significant ANOVA. The middle low and the 
lowest position were combined into one group (Middle LowILow). Tukey's post hoc 
comparisons were conducted. There were statistically significant differences between 
ISP groups for the VFI Revised Total (F = 7.62, p =.000) where the Middle LowILow (M 
= 121.97) had a significantly higher VFI Revised Total score than Upper (M = 102.35), 
Upper-Middle 19-31 (M = 90.32), and Middle 32-47 (M = 98.42). There were 
statistically significant differences between ISP groups on the Protective and 
Enhancenzent subscale ( F  = 10.26, p = .000) where there were higher scores for Middle 
LowILow (M = 39.62) than those in the Upper class (M = 28.24), Upper-Middle (M = 
23.72), and Middle classes (M = 27.91). There were statistically significant differences 
between groups on the Career subscale total (F  = 3.06, p = .029) with more Middle 
LowILow (M = 12.28) than Upper -Middle class (M = 7.79). There were significant 
differences between the ISP groups on the Social subscale where there were more Middle 
LowILow (M = 16.45) than Upper-Middle class (M = 11.98), and Middle class (M = 
12.15). The results of ANOVA according to age are shown in Table 4-31. 
Table 4-3 1 
Conzparisorzs iiz Marion Courzty Goveinmerzt Volunteers' Motives for Volunteering, 
Organizational Commitment, Satisfaction and Intentions to Leave Outcoines According 
to ISP: ANOVA aizd Post Hoc Coinparisoizs 
Tukey 
Variables and ISP N Mean F p-value Post Hoc 
Comparison 
VFI Revised Total 28 Items 225 100.05 7.62 ,000 
Upper 11-18 37 102.35 
Upper-Middle 19-3 1 57 90.32 
Middle 32-47 102 98.42 
Middle Low/Low 48-77 29 121.97 
Middle Lownow 48-77> ,038 
Upper 11-18 
Middle LowLow 48-77> Upper- 
Middle 19-31 
Middle Low/Low 48-77> Middle 
32-47 
Protective and Enhancement 9 Items 
Upper 11-18 
Upper-Middle 19-3 1 
Middle 32-47 
Middle LowLow 48-77 
Middle LowJLow 48-77> 
Upper 11-18 
Middle Low/Low 48-77> Upper- 
Middle 19-3 1 
Middle LowLow 48-77> Middle 
32-47 
Understanding 6 Items 
Upper 11-18 
Upper-Middle 19-3 1 
Middle 32-47 
Middle LowILow 48-77 
Table 4-3 1 (Continued) 
Tukey 
Variables and ISP N Mean F p-value Post Hoc 
Comparison 
Career 5 Items 226 9.32 3.06 ,029 
Upper 11-18 
Upper-Middle 19-3 1 
Middle 32-47 
Middle LowlLow 48-77 
Middle Low/Low 48-77> 
Upper-Middle 19-3 1 
Social 4 Items 
Upper 11-18 
Upper-Middle 19-3 1 
Middle 32-47 
Middle Low/Low 48-77 
Middle LowlLow 48-77> 
Upper-Middle 19-3 1 
Middle Lownow 48-77> 
Middle 32-47 
Values 4 Items 
Upper 11-18 
Upper-Middle 19-3 1 
Middle 32-47 
Middle LowlLow 48-77 
OCQ Revised Total 8 Items 
Upper 11-18 
Upper-Middle 19-3 1 
Middle 32-47 
Middle LowlLow 48-77 
Satisfaction Revised Total 2 Items 
Upper 11-18 
Upper-Middle 19-3 1 
Middle 32-47 
Middle LowILow 48-77 
Intention to Leave Revised Total 2 Items 
Upper 11-18 
Upper-Middle 19-31 
Middle 32-47 
Middle LowlLow 48-77 
Goverizmeiztal organizational characteristics: Clii-Square analysis. For 
categorical variables, Chi-Square analysis was conducted to compare differences in 
governmental organizational characteristics according to the Marion County volunteer 
characteristics of gender. However, all other Chi-Square analyses were not conducted on 
ethnicity, marital status, frequency of volunteering, employment status, education, and 
occupation, due to the small sample size within each comparison group. 
There were significant differences at p = .05 between gender and departments 0, 
= .000), Service type O, = .000), and Volunteer role 0, = .000). There were significantly 
more female volunteers (62%) in the Library Department whereas there were more males 
(36.6%) in the Fire Department. For service type, there were significantly more females 
(83.5%) providing Citizen Contact. There were significantly more females in the Support 
staffmirect public contact (51.3%). The results of the Chi-square analysis according to 
gender and department are presented in Table 4-32. 
Table 4-32 
Comparisons of Differences in Gender According to Department, Service Type, and 
Volunteer Role: Chi-square Analysis 
Variables and Gender Male Female Chi-square p-value 
N=71 N=158 value 
Department 83.69 .OOO 
Small Departments - Animal N=15 N=4 
Services, Parks & Veteran Services 21.1% 2.5% 
Fire 
Extension Services - 4 H and N=19 N=5 1 
Master Gardeners 26.8% 32.3% 
Library N= 1 1 N=9 8 
15.5% 62.0% 
Table 4-32 (Continued) 
Variables and Gender Male Female Chi-square p-value 
N=71 N=158 value 
Service Type 51.29 .OOO 
Animal Contact 
Citizen Contact 
Emergency 
Nature/Outdoors 
Volunteer Role 
Clerical dutiesmo public contact - N=O N=32 
0% 20.3% 
Support staffmirect public contact N=26 N=8 1 
36.6% 51.3% 
Public Information 
Maintenance N=6 N=6 
Research Question 3 
Are there differences in characteristics of Marion County volunteers, motives for 
volunteering (values, understanding, enhancement, career, social, and protective 
functions), organizational commitment, satisfaction, and intentions to leave according to 
governmental organizational characteristics? 
For comparison of the motives for volunteering using 28-Item Volu~zteer 
Fuizctions Inventory Revised Total and VFI subscales according to Marion County 
departments, there were statistically significant differences between the departments for 
VFI Total (F  = 4.788, p = .003), Understanding (F = 5.967, p = .001), Career (F = 
10.001, p = .000), Social (F = 4.414, p = .006), and Values (F = 3.150, p = .026). The 
VFZ Total was higher for the Fire Department (M = 115.77) than for the Library (M = 
94.83) and Extension Services (M = 98.65) Extension Services (M = 30.77) was 
significantly higher than the Library (M = 25.93) in Understanding, the Fire (M = 15.16) 
was significantly higher in Career than Extension Services (M = 8.94), the Library 
Department (M = 7.93), and Small Departments (M = 9.11). There were statistically 
significant differences between the departments in the Social subscale where the Fire 
Department (M = 15.32) was greater than that of Extension Services (M = 11.73) and 
Small departments (M = 16.05) were higher than Extension Services (M = 11.73). 
There were statistically significant differences between the departments in the 
Values subscale where the Fire department (M = 23.32) was significantly higher than 
Extension Services (M = 20.04). There were no statistically significant differences (p  = 
.05) between the departments according to the VFI Protectioiz and E~zhaizcement 
subscale, OCQ, Satisfaction, and Intention to Leave scales. The results of ANOVA and 
post hoc comparisons are shown in Table 4-33. 
Table 4-33 
Comparisoias in Marion County Government Volunteers' Motives for Voluiateeriizg, 
Organizational Commitment, Satisfaction and Interztions to Leave According to 
Department: ANOVA and Post Hoc Comparisons 
Variables and Department Mean 
VFI Revised Total 28 Items 
Small Departments - Animal Services, 
Parks & Veteran Services 
Fire 
Extension Services - 4 H and Master 
Gardeners 
Library 
Fire>Extension Services 
Protective and Enhancement 9 Items 
Small Departments - Animal Services, 
Parks & Veteran Services 
Fire 
Extension Services - 4 H and Master 
Gardeners 
Library 
Understanding 6 Items 
Small Departments - Animal Services, 
Parks & Veteran Services 
Fire 
Extension Services - 4 H and Master 
Gardeners 
Library 
Extension>Library 
Career 5 Items 
Small Departments - Animal Services, 
Parks & Veteran Services 
Fire 
Extension Services - 4 H and Master 
Gardeners 
Library 
Fie>Extension 
F p-value Tukey 's  
Post Hoc 
Comparison 
4.79 .003 
Fire>Small Departments 
Table 4-33 (Continued) 
Variables and Department N Mean F p-value Tukey's 
Post Hoc 
Comparison 
Social 4 Items 4.3 1 ,006 
Small Departments - Animal Services, 
Parks & Veteran Services 
Fire 
Extension Services - 4 H and Master 
Gardeners 
Library 
Small Departments>Extension 
Fire>Extension 
Values 4 Items 
Small Departments - Animal Services, 
Parks & Veteran Services 
Fire 
Extension Services - 4 H and Master 
Gardeners 
Library 
Fire>Extension Services 
OCQ Revised 
8 Items 
Small Departments - Animal Services, 
Parks &Veteran Services 
Fire 
Extension Services - 4 H and Master 
Gardeners 
Library 
Satisfaction Revised 
2 Items 
Small Departments - Animal Services, 
Parks & Veteran Services 
Fire 
Extension Services - 4 H and Master 
Gardeners 
Library 
Intention to Leave Revised 
,489 
Total 2 Items 
Small Departments - Animal Services, 19 3.37 
Parks & Veteran Services 
Fire 31 2.81 
Extension Services - 4 H and Master 70 3.19 
Gardeners 
Library 107 3.17 
For comparison of the motives for volunteering using 28-Item Volunteer 
Fulzctiolzs Inventory Revised Total and VFI subscales according to type of service, there 
were statistically significant differences between the type of service for VFI Total (F 
=4.45, p = .005), Understarzding (F = 4.58, p = .004), and Career (F = 10.34, p = .000), 
In the Career subscale, Emergency ( M  = 15.48) was higher than for the Animal (M = 
5.00) and Nature/Outdoors (M = 9.19). The results of ANOVA and post hoc 
comparisons are shown in Table 4-34. 
Table 4-34 
Conzparisons in Marion County Goverrzment Volunteers' Motives for Volunteering, 
Orgarzizatiorzal Commitment, Satisfactiorz and Intentiorzs to Leave According to Type of 
Service: ANOVA and Post Hoc Comparisons 
Variables and Type of Service N Mean F p-value Tukey's 
Post Hoc 
Comparison 
WI Revised Total 28 Items 4.45 ,005 
Animal Contact 
Citizen Contact 
Emergency 
Nature/Outdoors 
Protective and Enhancement 9 Items 1.63 ,183 
Animal Contact 
Citizen Contact 
Emergency 
Nature/Outdoors 
Understanding 6 Items 
Animal Contact 
Citizen Contact 
Emergency 
Nature/Outdoors 
Career 5 Items 
Animal Contact 3 5.00 
Citizen Contact 165 8.33 
Emergency 29 15.48 
Nature/Outdoors 31 9.19 
Emergency>Animal Contact ,042 
Emergency>Nature/Outdoors .OO 1 
Table 4-34 (Continued) 
Variables and Type of Sewice N Mean . F p-value Tukey's 
Post Hoc 
Comparison 
Social 4 Items 1.68 ,172 
Animal Contact 3 12.67 
Citizen Contact 165 12.42 
Emergency 29 15.17 
NaturelOutdoors 32 13.44 
Values 4 Items 1.82 ,145 
Animal Contact 
Citizen Contact 
Emergency 
NatureIOutdoors 
OCQ Revised 
8 Items 
Animal Contact 
Citizen Contact 
Emergency 
NaturelOutdoors 32 48.59 
Satisfaction Revised 
2 Items 
Animal Contact 3 9.33 
Citizen Contact 165 8.55 
Emergency 29 8.48 
NatureIOutdoors 32 8.88 
Intention to Leave Revised 
Total 2 Items 
Animal Contact 3 2.33 
Citizen Contact 163 3.20 
Emergency 
NatureIOutdoors 
For comparison of the motives for volunteering using 28-Item Volunteer 
Functions Inventory Revised Total and VFI subscales according to volunteer role, there 
were statistically significant differences between the type of service for VFI Total (F = 
2.88, p = .023), Protective and Enhancement (F = 4.58, p = .004), and Career ( F  = 6.03, 
p = .000). For the 28-Item VFI Revised Total, SupportIEmergency tested was 
significantly higher (M = 113.77) than for the Support staffIDirect public contact (M = 
95.45). In the Protective and Enhancement subscale, the model tested was significantly 
higher for the Clerical (M = 34.34) than for Support staffhlirect public contact (M = 
26.62). In the Career subscale, the model tested was significantly higher for the 
SupportIEmergency (M = 14.69) than for Support staffmirect public contact (M = 7.90) 
and Public Information (M = 8.57). The results of ANOVA and post hoc comparisons 
are shown in Table 4-35. 
Table 4-35 
Conzparisons irz Mariorz County Government Volunteers' Motives for Volunteering, 
Organizatiorzal Commitment, Satisfaction and Intentions to Leave According to Volunteer 
Role: ANOVA and Post Hoc Comparisorzs 
Variables and Volunteer Role N Mean F p-value Tukey's 
Post Hoc 
Comparison 
VFI Revised Total 28 Items 2.88 .023 
Clerical dutiesmo public contact 32 109.34 
Support stafflDirect public contact 107 95.45 
Support/Emergency 26 113.77 
Public Information 51 98.39 
Maintenance 12 94.92 
Emergency>Support staff1Direct 
public contact 
Protective and Enhancemen9 Items 2.66 .034 
Clerical dutiesmo public contact 32 34.34 
Support staff1Direct public contact 107 26.62 
Supporfimergency 26 31.65 
Public Information 51 27.19 
Maintenance 12 26.92 
Clerical > Support staffmirect 
public contact 
Understanding 6 Items .78 .539 
Clerical dutiesmo public contact 32 27.78 
Support staffmirect public contact 107 27.70 
Supporfimergency 26 29.38 
Public Information 51 29.77 
Maintenance 12 28.31 
Table 4-35 (Continued) 
Variables and Volunteer Role 
Career 5 Items 
Clerical dutiesMo public contact 
Support staffmirect public contact 
Support/Emergency 
Public Information 
Maintenance 
Emergency > Support 
stafflDirect public contact 
Emergency > Public Information 
Social 4 Items 
Clerical dutiesMo public contact 
Support staffmirect public contact 
Support/Emergency 
Public Information 
Maintenance 
Values 4 Items 
Clerical dutiesMo public contact 
Support staffIDirect public contact 
Support~Emergency 
Public Information 
Maintenance 
OCQ Revised 8 Items 
Clerical dutiesMo public contact 
Support staffmirect public contact 
SupportEmergency 
Public Information 
Maintenance 
Satisfaction Revised 2 Items 
Clerical dutiesMo public contact 
Support staff1Direct public contact 
SupportEmergency 
Public Information 
Maintenance 
Intention to Leave Revised 2 Items 
Clerical dutiesMo public contact 
Support staffmirect public contact 
SupportlEmergency 
Public Information 
Maintenance 
N Mean F . p-value Tukey's 
Post Hoc 
Comparison 
,000 
Results of Hypotheses Testing 
Research Hypothesis I 
HI: Motives for volunteering are significant explanatory variables of organizational 
commitment in Marion County governmental volunteers. 
To test Hypothesis 1, Pearson r correlations and multiple regression analyses 
using the stepwise (forward) method were used to examine whether motives for 
volunteering (protective and enhancement, understanding, career, social, and values 
functions) are significant explanatory variables of organizational commitment. The 
Revised 8-Item OCQ and the five subscales of the 28-Itenz VFI Subscales resulting from 
EFA were utilized. First, Pearson r correlation analyses were conducted. Three of five 
subscales had significant positive relationships with the OCQ in the following order from 
strongest to weakest: Urzderstandirzg (r = .338, p = .000), Values (r = .295, p = .000), and 
Protective and Enhancement (r =. 130, p = .049). There were no trend relationships. The 
results of the Pearson r correlations are shown in Table 4-36. 
Table 4-36 
Pearson r Correlation between tlze 8- Item OCQ Total Scale and Five Subscales of tlze 
Revised 28-Item Volunteer Functions Inventory Revised Subscales 
Variable Pearson r p-value 
Subscales of the 28-Item VFI 
Understanding 6 Items ,338 ,000 
Values 4 Items ,295 ,000 
Protective and Enhancement 9 Items ,130 ,049 
Career 5 Items 
-.061 .357 
Social 4 Items ,056 ,401 
Three significant explanatory variables (Urzderstanding, Values, and Protective 
and Enhancenzent) were entered into a forward stepwise linear regression model, based 
205 
on the order of the strongest Pearson r correlations to the weakest, until the model with 
the highest explanatory power (R2) and adjusted R was produced. Collinearity statistics 
were examined. The Variance Inflation Factor, VIF, ranged from 1.000 to 1.418 and the 
tolerance ranged from .705 to 1.000. VIF is a predictor of strong linear relationships with 
other predictors and may be a concern if over 10 according to Myers, 1990, while 
tolerance should be greater than .10 (Field, 2005). Multicollinearity was not a problem. 
Two different models were produced from the stepwise regression results. The 
analysis excluded Protective and Enhancement. Each model had significant F values 
testing for the significance of R2 which is the significance of the regression model as a 
whole. Model 2 with two explanatory variables (U~zderstarzding and Values) was 
selected as the best explanatory model to explain organizational commitment (F = 
17.173, p = .000) having the highest R~ value of .I32 and an adjusted R2 of ,124. This 
means a range of 12.4% to 13.2% of the variation in the dependent variable can be 
explained by the explanatory variables in the model. "R is a measure of the multiple 
correlation between the predictors and the outcome" and "R2 indicates the variance in the 
outcome for which the predictors account" (Field, 2005, p. 174). 
To analyze the individual predictors in Model 2, the t statistic, which is the ratio 
of the regression coefficient to its standard error (BISE), was significant for the revised 
Understanding subscale of the VFI ( t  = 3.415, y = .001), and the revised Values subscale 
of the VFI ( t  = 2.145, p = .033). The order of relative importance of the predictor 
variables in explaining Organizatiorzal Commitmerzt according to the standardized Beta 
coefficients ( p )  were from least to most important: revised Values subscale of the VFI ( P  
= .158), and the revised Understanding subscale of the VFI (P = .252). According to the 
findings, Hypothesis 1 was supported. Motives for volunteering are significant 
explanatory variables of organizational commitment in Marion County governmental 
volunteers, explaining a range of 12.4% to 13.2% of the variation of the organizational 
commitment. The explanatory model found was: 
OCQ = 38.157 (constant) t .201 (revised U~zderstarzdilzg subscale of the VFI) + 
.I94 (revised Values subscale of the VFI) t e 
The hierarchical multiple regression results are presented in Table 4-37. 
Table 4-37 
Hierarchical Multiple Regression Analysis of Motives for Volunteerilzg Explaining 
Organizatiolzal Commitment 
Model B SE p t p-value F R' Adjusted 
R 
1 (Constant) 40.3 1.473 27.369 ,000 
26 
Understanding ,270 ,050 ,338 5.411 .OOO 
Revised VFI Subscale 
29.282 ,114 .I10 
(.OOO) 
2 (Constant) 38.1 1.778 , 21.465 ,000 
57 " 
Understanding ,201 ,059 ,252 3.415 ,001 
Revised VFI Subscale 
Values ,194 ,090 ,158 2.145 ,033 
Revised VFI Subscale 
17.173 ,132 ,124 
(.OOO) 
Research Hypothesis 2 
H2: Motives for volunteering are significant explanatory variables of satisfaction 
in Marion County governmental volunteers. 
To test Hypothesis 2, Pearson r correlations and multiple regression analyses 
using the stepwise (forward) method was used to examine whether motives for 
volunteering (Protective and Eizhaizcenzent, Understanding and Enlzaizcemeizt, Career, 
Social, and Values functions) are significant explanatory variables of satisfaction. 
Pearson r correlation analysis was conducted on the 2-Item Satisfaction scale and 
the five subscales of the 28-Itein VFI subscales which resulted in four variables that were 
significantly correlated with the dependent variable of satisfaction. Three of the five 
subscales had significant positive relationships with the 2-Item Satisfactioiz scale in the 
following order from strongest to weakest: Understaizding (r  = .333, p = .000), and 
Values (r  = .373, p = .000), and Protective and Enhaizcement ( r  =.220, p = ,001). There 
were no trend relationships. The results of the Pearson r correlations examined for 
Hypothesis 2 are shown in Table 4-38. 
Table 4-38 
Pearsoiz r Correlation between the 2-Item Satisfaction scale and Five Subscales of the 
Revised 28-Item Volunteer Functions Inventory 
Variable Pearson r p-value 
Subscales of the 28-Item VFI 
Understanding 6 Items ,333 ,000 
Values 4 Items .373 ,000 
Protective and Enhancement 9 Items 
.220 
.oo 1 
Career 5 Items ,031 .64 1 
Social 4 Items ,025 ,705 
Stepwise linear regression was used to test significant variables in Hypothesis 2. 
Three explanatory variables (U~zderstanding, Values, and Protective and Elzlzalzcement) 
were entered based on the order of the strongest Pearson r correlations to the weakest, 
until the model with the highest explanatory power (R2) and adjusted R was produced. 
Collinearity statistics were examined. The Variance Inflation Factor, VIF, ranged from 
1.000 to 1.418 and the tolerance ranged from .705 to 1.000. Since the VIF value was 
below 10 and tolerance level was over .lo, multicollinearity was not a problem. 
Two different models were produced from the stepwise regression results. The 
analysis excluded Protective and Erzhalzcement. Each model had significant F values. 
Model 2, with two explanatory variables (Understanding and Values), was selected as the 
best explanatory model to explain Satisfaction (F = 22.11 1, p = .000) having the highest 
R2 value of .I64 and an adjusted R2 of ,156. This means a range of 15.6% to 16.4% of the 
variation in the dependent variable can be explained by the explanatory variables in the 
model. 
The t statistic in Model 2 was significant for the revised Values subscale of the 
VFI ( t  = 3.768, p = .000), and the revised Understanding subscale of the VFI ( t  = 2.555, p 
= .011). The order of importance of the predictor variables in explaining satisfaction 
according to the standardized Beta coefficients ( P )  were from least to most important: 
revised Understanding subscale of the VFI ( P  = .185), and revised Values subscale of the 
VFI (P = .273). According to the findings, Hypothesis 2 was supported. Motives for 
volunteering are significant explanatory variables of satisfaction in Marion County 
governmental volunteers, explaining a range of 15.6% to 16.4% of the variation of the 
satisfaction. The explanatory model found was: 
Satisfaction = 6.395 (constant) + .065 (revised Values subscale of the VFI) + .029 
(revised Understanding subscale of the VFI) + e 
The hierarchical multiple regression results are presented in Table 4-39. 
Table 4-39 
Hierarchical Multiple Regression Analysis of Motives of Volunteering Explaining 
Satisfaction of Marion County Volunteers 
Model B SE t p-value F R' Adjusted P 
R~ 
1 (Constant) 6.702 ,323 20.738 .OOO 
Values .090 .015 ,373 6.066 ,000 
Revised VFI Subscale 
36.800 ,139 ,136 
2 (Constant) 6.395 ,341 18.745 ,000 
Values ,065 ,017 ,273 3.768 ,000 
Revised VFI Subscale 
Understanding ,029 ,011 ,185 2.555 ,011 
Revised VFI Subscale 
22.111 ,164 .I56 
Research Hypothesis 3 
H3 : Motives for volunteering are significant explanatory variables of intention to 
leave volunteering in Marion County governmental organizations. 
To test Hypothesis 3, multiple regression analyses using the stepwise (forward) 
method was used to examine whether motives for volunteering (Protective arzd 
Enhancement, Understanding and Enhancement, Career, Social, and Values functions) 
are significant explanatory variables of intention to leave volunteering. 
Pearson r correlation analyses were conducted on the five subscales of the 28- 
Item VFI Revised Subscales and 2-Item Interztiolz to Leave scale. One of the five 
subscales, Social (r  = .134, p = .043), had a significant positive relationship with the 2- 
Item Intention to Leave scale. There was one trend relationship, Protective and 
Enhancement ( r  = . I l l ,  p = .094). The results of the Pearson r correlations examined for 
Hypothesis 3 are shown in order from strongest to weakest in Table 4-40. 
Table 4-40 
Pearson r Correlation between tlze 2-Item Intention to Leave scale and Five Subscales of 
the Revised 28-Item Volunteer Functions Inventory 
Variables Pearsort r p-value 
Subscales of the 28-Item VFI 
Social 4 Items ,134 ,043 
Protective and Enhancement 9 Items 
.1 11 ,094 
Values 4 Items 
-.051 .446 
Understanding and Enhancement 6 Items 
-.034 ,616 
Career 5 Items ,021 ,752 
The explanatory variables were entered into a forward stepwise linear regression 
model. Collinearity statistics were examined. The Variance Inflation Factor, VIF, ranged 
from 1.000 to 1.471 and the tolerance ranged from .680 to 1.000. Since the VIF value 
was below 10 and tolerance level was over .lo, multicollinearity was not a problem. 
Only one model (Model 1) was produced from the stepwise regression results. The 
analysis excluded Protective and Enhancement. The model had a significant F value 
which explained the contribution of Intention to Leave on the 28-Item Volunteer 
Functions Inventory Subtotals (F = 4.137, p = .043) with an R~ value of .018 and an 
adjusted R~ of .014. 
The t statistic in Model 1 was significant for the revised Social subscale of the 
VFI ( t  = 2.034, p = .043). The predictor variable in explaining Intention to Leave 
according to the standardized Beta coefficients (P) was: revised Social subscale of the 
VFI (P = .134). According to the findings, Hypothesis 3 was supported. Motives for 
volunteering (Protective and Enharzcement, Understanding and Enhalzcement, Career, 
Social, and Values functions) are significant explanatory variables of intention to leave 
volunteering in Marion County governmental volunteers, explaining a range of 1.4% to 
1.8% of the variation of the intention to leave. The explanatory model found was: 
Intention to Leave = 2.650 (constant) + .038 (Social Revised subscale) + e 
The hierarchical multiple regression results are presented in Table 4-41. 
Table 4-4 1 
Hierarchical Multiple Regressiorz Analysis of the Motives of Volunteering Explaiizing 
Intention to Leave Volunteering in Marion County Govenzmental Volunteers 
Model B SE P t P- F R' Adjusted 
value R ' 
1 (Constant) 2.650 ,270 9.801 ,000 
Social ,038 ,019 .I34 2.034 ,043 
Revised VFI 
Subscale 
4.137 ,018 ,014 
(.043) 
Research Hypothesis 4 
H4: Characteristics of Marion County volunteers, governmental organizational 
characteristics, motives for volunteering (values, understanding, enhancement, career, 
social, and protective functions), organizational commitment, and satisfaction, are 
significant explanatory variables of intentions to leave volunteering in Marion County 
governmental organizations. 
To test Hypothesis 4, eta (11) correlation analysis, Pearson r correlation and 
hierarchical multiple regression analyses were used to examine whether characteristics of 
Marion County volunteers, organizational characteristics of Marion County's 
governmental organizations, motives for volunteering (Protective and Enhancenzent, 
U~zderstanding and Enhancement, Career, Social, and Values functions), organizational 
commitment, and satisfaction are significant explanatory variables of intention to leave 
volunteering. 
Eta (h)  correlation analyses were used to determine the correlation between 
categorical variables, including some characteristics of volunteers and governmental 
organizational characteristics, with the continuous or dependent variable, Intention to 
Leave. There were no significant or trend relationships found. Eta (h) coi-relations of the 
categorical variables are listed in Table 4-42. 
Table 4-42 
Eta (h)  Correlations of Intentioiz to Leave, Characteristics of Volunteers and 
Governinental Orga~zizational Characteristics 
Dependent and Categorical Variables Eta Eta F p-value 
h Squared lzZ 
Characteristics of Volunteers 
Gender ,044 ,002 ,430 .5 13 
Marital Status ,140 ,020 1.494 ,217 
Race .I29 ,017 1.901 .I52 
Ethnicity ,074 ,006 1.246 ,266 
Employment ,084 ,007 ,795 ,453 
Govelnmental Organizational Characteristics 
Department Revised ,081 .007 .489 ,690 
Service Type ,082 ,007 ,506 ,678 
Volunteer Role ,103 .0 1 1 ,599 ,664 
The next step was to conduct Pearson r correlations on the Intention to Leave 
scale, the continuous variables of age, experience, frequency of volunteering, education, 
occupation, ISP, the VF'I Revised subscales, Satisfactioiz scale, and OCQ scale. Pearson r 
correlations resulted in five significantly correlated variables. The significant variables in 
the order of strongest to weakest correlation coefficients were: OCQ Revised (r  = -.352, p 
= .000), Satisfaction (r  = -.180, p = .007), Age (r = .156, p = .019), Social (r  = .134, p = 
.043), and Experience (r  = ,133, p = .045). One trend relationship was elicited, 
Protective and Enlzarzcement (r  = . I l l ,  p = .094). 
Table 4-43 
Pearsorz r Correlation of Intention to Leave, Age, Experience, Frequency of 
Volunteering, Education, Occupation, ISP, and VFI subscales, N = 226 
Variables Pearson r p-value 
Age ,156 ,019 
Experience .I33 ,045 
Frequency of Volunteering -.091 ,171 
Education ,082 ,217 
Occupation ,041 ,546 
ISP ,024 ,723 
28-Item VF'I Subscales 
Protective and Enhancement 9 Items ,111 ,094 
Understanding and Enhancement 6 Items 
-.034 ,616 
Career 5 Items ,021 ,752 
Social 4 Items .I34 ,043 
Values 4 Items 
-.05 1 ,446 
Satisfaction Revised 2 Iiems -. 180 .007 
OCQ Revised 8 Items 
-352 ,000 
Six explanatory variables (OCQ, Satisfaction, Age, Social, Experience, and 
Protective and E~zhancenze~zt) were entered into a forward stepwise linear regression 
model, based on the order of the strongest Pearson r correlations to the weakest, until the 
model with the highest explanatory power (R') and adjusted R was produced. Table 4-44 
lists the order in which the explanatory variables were entered into the stepwise 
regression model. 
Table 4-44 
Order of Variables Entered into the Stepwise Regression Model for Hypothesis 4 
Variable Pearson r p-value 
OCQ Revised 2 Items -.352 ,000 
Satisfaction 2 Items 
-. 180 ,007 
Age ,156 ,019 
Social 4 Items 
,134 ,043 
Experience 
.I33 ,045 
Protective and Enhancement 9 Items ,111 ,094 
Collinearity statistics were examined. The Variance Inflation Factor, VIF, ranged 
from 1.000 to 1.005 and the tolerance ranged from .995 to 1.000. Since the VIF value 
was below 10 and tolerance level was over .lo, multicollinearity was not a problem. The 
stepwise regression resulted in three models. The analysis excluded Experience, 
Protective and Enhancement, and Satisfaction All models had significant F values. 
Model 3 was selected as the most significant model to explain the contribution of 
Intention to Leave on the Characteristics of the Volunteers, Governmental Organizational 
Characteristics, 28-Item Volunteer Functions Inventory Revised Subscales, Satisfactiorz, 
and OCQ, (F = 15.582, p = .000) having the highest R' value of .I75 and an adjusted R' 
of .163. 
According to the findings, Hypothesis 4 was partially supported. 
Characteristics of Marion County volunteers, motives for volunteering, and 
organizational commitment, were the only significant explanatory variables of intentions 
to leave volunteering in Marion County governmental organizations, explaining a range 
of 16.3% to 17.5 % of the variation of intentions to leave. The best explanatory model 
found was: 
Intentions to Leave = 6.305 (constant) - .097 (OCQ Revised Total scale) + .235 
(Age Recoded) + .044 (Social Revised subscale) + e 
The hierarchical multiple regression results are presented in Table 4-45. 
Table 4-45 
Hierarchical Multiple Regression Analysis of Age, Experience, and 28-Item Volunteer 
Functions Irzvelztory Revised Subscales Explairzirzg Intention to Leave of Marion County 
Volunteers 
Model B SE P t P- F R2 Adjusted 
value R 
1 (Constant) 7.609 ,808 9.417 ,000 
OCQ Revised scale -.093 ,017 -35  1 -5.577 ,000 
31.099 ,122 ,118 
(.OOO) 
2 (Constant) 6.753 356 7.886 ,000 
OCQ Revised scale -.095 .016 -356 -5.749 ,000 
Age ,235 ,086 ,169 2.726 .007 
19.714 ,151 ,143 
(.OOO) 
3 (Constant) 6.305 ,865 7.293 ,000 
OCQ Revised scale -.097 ,016 -365 -5.962 .000 
Age ,235 ,085 .I69 2.760 .006 
VFI Social Revised ,044 ,017 ,154 2.523 ,012 
15.582 ,175 ,163 
(.OOO) 
This concludes the presentation of the results. Chapter IV presented a description 
of the final data producing sample, the psychometric evaluation of the Volunteer 
Functions Inventory (VFI), the Satisfaction scale, Organizational Commitment (OCQ) 
scale, and the Intention to Leave scale, results of the research questions, and results of the 
hypotheses testing. Chapter V presents a summary and discusses the interpretations, 
conclusions, limitations, and recommendations for future studies on volunteer functions, 
organizational commitment, satisfaction and intention to leave volunteering in 
government volunteering. 
CHAPTER V 
DISCUSSION 
The focus of this study was to examine the relationship among motives for 
volunteering, satisfaction, organizational commitment and intention to leave among 
government public service volunteers in Marion County, Florida. There were three 
purposes in this study. The first was to describe the volunteer's characteristics, 
governmental organization characteristics, motives for volunteering, organizational 
commitment, satisfaction, and intentions to leave of government volunteers. The second 
was to determine whether there were significant differences in governmental 
organizational characteristics, motives for volunteering, organizational commitment, 
satisfaction, and intentions to leave according to the characteristics of government 
volunteers. The third was to determine whether there are significant differences in the 
characteristics of Marion County volunteers, motives for volunteering, organizational 
commitment, satisfaction, and intentions to leave according to governmental 
organizational characteristics. Although research on the relationships of satisfaction, 
commitment and intention to leave has been the subject of numerous studies, there are 
few empirical studies that have examined the topic within governmental entities. Chapter 
V presents a discussion of the resulting data and an interpretation of the results. 
The study used a non-experimental, quantitative, exploratory (comparative) and 
explanatory (correlational) survey research design to examine the relationship between 
the variables. Sixty-four items encompassed the six-part survey which was completed 
by volunteers. Part 1, Volunteer Characteristics, included 10 items and 11 variables. 
The following items were included in Part 1: Age, gender, race, ethnicity, martial status, 
employment status, volunteer experience in the organization (fill in the blank), and a 
rating scale to measure volunteer frequency. Hollingshead's educational scale and 
occupational scale and the resulting Two-Factor Index of Social Positioiz (ISP) rating 
scale were developed by Miller & Salkind (2002). Part 2: Governmental Organizational 
Characteristics, was developed by the researcher, and included the three variables of 
department, type of service, and role of volunteer according to the type of work 
performed in the organization. 
Four different scales were used in this study. Motives for Volunteering, Part 3 of 
the survey, utilized the Volunteer Functions I~zventoiy ( V H )  comprised of 30-items 
developed by Clary et al. (1998), to measure motives of volunteering. Satisfactiolz, Part 4 
of the survey, was measured by a 3-item satisfaction survey developed by Penner and 
Finkelstein (1998). Organizational Commitment, Part 5 of the survey was measured by 
Mowday et al's (1979) 15-Itenz Organizational Commitment Questiolznaire, and Part 6,  
Intelztion to Leave, was measured by three items developed by Weisberg (1994) to 
measure intention to leave and applied to volunteering at Marion Country governmental 
organizations. 
Prior to answering the research questions and testing hypotheses, reliability and 
validity analyses were conducted on each of the four scales. Based on the exploratory 
factor analysis (EFA), the scales were modified to enhance the psychometric qualities of 
the measures. Chapter V begins with the summary and interpretations of the findings 
followed by the practical implications, conclusions, limitations, and recommendations for 
future study. 
Summary and Interpretations 
Data Producing Sample and the Target Population of Volunteers 
In this study, 257 surveys were distributed to volunteers in Marion County 
government who were invited to participate. A total of 229 surveys were returned. The 
response rate was 89% for the self-selected sample. The final data-producing sample 
closely represented the distribution of departments of the target population and provided 
support for external validity of the study so that findings could be generalized across 
departments. 
Psychometric Evaluation of Measures 
In this study, Motives for Voluizteering was measured using the Voluizteer 
Functions Irzveiztory (VFI) developed by Clary et al. (1998). Thirty items assessed the six 
subscales, each consisting of 5 items, Values, Understaizding, Social, Career, Protective 
and Enhancemeizt in the self-report survey using a 7-point rating scale. In this study, 
varimax rotation was used to establish construct validity of the VFI. This resulted in 5 
factors, Protective and Eizhaizcemerzt (9 items), Understaizding (6 items), Values (4 
items), Career (5 items), and Social (4  items). Only three of the factors loaded with items 
from the original subscales (Career, Social, and Values). Exploratory factor analysis 
(EFA) procedures were conducted on the 30-Item VFl scale which resulted in a 
multidimensional 28-Item Volunteer Functions Inventory Revised scale (Cronbach alpha 
= .922) with five subscales (Protective and Eizlzancement, a = .888; Understanding, a = 
.888; Career, a = 390; Social, a = .770; and Values, a = ,888). The EFA loadings in this 
study were consistent with two studies of Clary et al. (1998) where Item 29 from the 
original Enhancement subscale loaded on the Uizderstarzding subscale. Loadings were 
also consistent with Greenslade and White's (2005) study that revealed five factors, with 
Eizhancenzerzt split between Protective and Understaizding. Cleary et al. (1998) 
established construct validity through EFA and by assessing convergent validity in a 
series of six studies. They reported an internal consistency range of .80 to .89 for each of 
the subscales (Clary et al., 1998). In this study, the 28-Item VFI Revised scale was used 
to answer research questions and in hypothesis testing using regression analysis. 
Satisfaction was measured with an adapted scale of Penner and Finkelstein's, 
(1998) 3-Item Satisfaction scale. Penner and Finkelstein (1998) reported an internal 
consistency of .65. Construct validity using EFA was not reported by the authors or 
found in the literature review. In this study, exploratory factor analysis of the 3 items 
revealed one factor and resulted in a unidimensional 2-Item Satisfaction scale that was 
used to answer the research questions and test the hypotheses in this study. Cronbach's 
alpha, a =.661, was consistent with the authors. 
The 15-Item Organizatioizal Commitment Questioizrzaire (OCQ) by Mowday et al. 
(1979) was designed to quantify a person's belief in an organization, their willingness to 
exert effort on its behalf, and remain affiliated. The authors reported coefficient alphas 
ranging from .82 to .93. Construct validity was established using varimax rotations. 
Eigenvalues did not exceed 1.0 and OCQ was established as unidimensional. Although 
some researchers viewed organizational commitment as multi-dimensional with affective, 
continuance, and normative factors, the scale was expected to be unidimensional as in the 
studies discussed by Fiorito et al. (2007). In this study, exploratory factor analysis 
initially revealed four factors with poor reliability (a =.551). The scale was revised with 
corrected item-to-total correlations and viewed as a unidimensional scale. This resulted 
in an 8-item scale with factor loadings that ranged from .44 to .77, consistent with the 15- 
item OCQ of Mowday et al. (1979). In this study, construct validity confirmed an &Item 
OCQ as a unidimensional scale. It was used to answer the research questions and test the 
hypotheses in this study. 
Part 6 ,  Intention to Leave, was measured by three items developed by Weisberg 
(1994). Construct validity and internal consistency reliability were not reported by 
Weisberg. In this study, exploratory factor analysis resulted in a unidimensional, 2-item 
scale compared with the original 3-item scale. Satisfactory internal consistency 
reliability was estimated at a =.809. The 2-Item Irzterztioiz to Leave scale was used to 
answer the research questions and in hypotheses testing using regression analysis. 
In this study, convergent validity was established between the 28-Item VFI 
Revised scale and its five revised subscales, the 2-Item Satisfaction scale and the 8-Item 
OCQ scale. However, convergent validity was not established with the 2-Item Intention 
to Leave scale. The Protective and Enlzancement subscale was significantly and 
positively related to the 28-Itenz VFI Revised scale and all of the VFI subscales. Table 5- 
1 presents a summary of the psychometric evaluation of the measures used in this study. 
The variance explained resulting from exploratory factor analysis ranged from 53.29% 
for the Revised &Item OCQ to 62.80% for the Revised 28-Item VFI. 
Table 5-1 
Summary of Psychometric Evaluation of Measures Using EFA and Coeficient Alpha 
Scale Reliability Validity Analysis 
n Construct Validity . 
Exploratory Factor ~ n a l ~ s i s  
Factors Loadings Variance 
- 
Explained 
28-Item VFI ,922 5 ,416-.790 62.80% Construct validity confirmed 
Revised Total multidimensional scale. 
scale (Established construct validity). 
(Score range: Very good reliability. Total . 
28-196) scale and revised subscales used 
in comparative and regression 
analysis. 
Factor 1: 
9-Items 
Protective and 
Enhancement 
(Subscale 
score range: 
9-63) 
Factor 2: ,846 
6-Items 
Understanding 
(Subscale 
score range: 
6-42) 
Factor 3: 
5-Items 
Career 
(Subscale 
score range: 
5-35) 
Factor 4: 
4-Items 
Social 
(Subscale 
score range: 
4-28) 
Factor 5: 
4-Items 
Values 
(Subscale 
score range: 
4-28) 
Table 5-1 (Continued) 
Scale Reliability Validity Analysis 
ct Construct Validity 
Exploratory Factor Analysis 
Factors Loadings Variance 
- 
Explained 
8 Item OCQ ,838 1 ,435-,670 53.29% Construct validity confirmed 
(Score range: 
8-56) 
unidimensional scale. Good 
reliability. Used in 
comparative and regression 
analysis. 
2 Item ,661 1 .5 18-,518 56.89% Construct validity confirmed 
Satisfaction unidimensional scale. 
(Score range: Minimally satisfactory 
2-10) reliability. Used in 
comparative and regression 
analysis 
2- Item ,809 1 ,680-680 59.86% Construct validity confirmed 
Intention to unidimensional scale. Good 
Leave reliability. Used in 
(Score range: comparative and regression 
2- 1 0) analysis 
Summary Results of Answers to Research Questions 
Research Question 1 - Volunteer Characteristics and Descriptive Analysis 
Descriptive analysis of volunteer characteristics. The demographic profile of the 
government volunteers included ten items about their age, gender, marital status, race, 
ethnicity, employment status, volunteer experience, frequency of volunteering, 
educational level, and occupational level. There were 229 volunteers in six departments 
in Marion County government that participated in the study with an average age of 65. 
This finding was contrary to the US Department of Labor, Bureau of Labor Statistics 
(2007) report that stated, "By age, persons age 35 to 54 continued to be the most likely to 
volunteer (30.3 percent), while persons in their early twenties were the least likely (17.7 
percent)." However, it is consistent with and Forbes (2002) who indicated that persons 
over the age of 50 were more likely to volunteer than younger persons except in positions 
such as youth leaders. Overwhelmingly, most volunteers were White (97.7%) and of 
Non-Hispanic or Latino descent (98.7%). The majority was female (69%). These 
finding were consistent with the US Department of Labor, Bureau of Labor Statistics, 
where in their 2007 survey, whites volunteered at a higher rate than other races and 
women were found to have volunteered at a higher rate than men. This was also true in 
numerous other studies of volunteers where females were the highest participants 
(Finkelstein et al., 2005). Most volunteers were not working (75.5%), and were married 
(72.9%). The majority of volunteers (69.4%) had at least a college to a professional 
graduate degree. This was also consistent with the US Department of Labor's finding 
that persons with higher educational attainment levels volunteered at higher rates than did 
those with less education. The average length of experience as a volunteer was 4.8 years. 
The average frequency of volunteering was 3.7 days per month, which is consistent with 
Finkelstein et al. (2005) study, where 52% of the participants worked as volunteers at 
least once per week and Clary et al. (1998) where older volunteers at a community 
hospital volunteered 4.5 hours per week. 
Descriptive analysis of governmental organizational characteristics. The 
Library has the greatest number of volunteers in Marion County government (47.6%), 
followed by Extension Services (30.6%). Most Marion County government volunteers 
describe the nature of the type of service that they provide as citizen contact or 
community service (72.1 %). Forty-six percent of the volunteers view their role as that of 
support staff providing public service with direct public contact. 
Descriptive analysis of motives for volunteerirzg. The volunteers' perceptions of 
the benefits they received from their volunteer work were assessed by the six subscales in 
the 28-Item Volunteer Functions Inventory (VFI). The higher the score, the greater the 
benefit perceived by the volunteer for the item and the greater their motive for engaging 
in the volunteer behavior. The total mean score for the Total 28-Item VFI Revised scale 
was 100.12 with a possible range of 28-196. The highest average item score for the 
subscales, on a scale of 1-7, was the Values subscale with a 5.3 which had an average 
total subscale score of 21.19 with a possible range of 4-28. The Career had the lowest 
subscale score of 1.86 which had an average total score of 9.32 with a possible range of 
5-35. This was consistent with the findings of Finkelstein et al. in their study which 
included participants that were "disproportionately older and thus more likely to be 
retired than are most volunteer samples" (2005, p. 416). Average scores for the other 
subscales were: Understanding, 4.72; Social, 3.23; and, Protective and Enhancement, 
3.16. In the study by Clary et al. (1998) of students at University of Minnesota, the 
Values subscale (M = 5.13) had a similar average item score compared to 5.3 in this 
study, while the average item Career subscale was higher with M = 4.54. Since the 
Career subscale includes questions such as "Volunteering can help me get my foot in the 
door at a place where I would like to work", the high average age of Marion County 
volunteers (65 years) may account for their lower scores in this category. 
VFI 19 Values: "Important to help others" had the highest item mean score (5.87). 
VFI 1 Career: "Foot in the Door" had the lowest item mean scores (1.75). The findings 
of this study indicate that volunteers in Marion County rated 12 items above average. 
The volunteers' high ratings could be indicative of the benefits that they perceive to be 
receiving and support Clary and Snyder's (1999) findings that motivations could be a 
predictor of a person's real commitment to volunteering. 
Descriptive analysis of organizational commitment. The higher the score, in the 
Organizational Comlnitmeizt Questionnaire, the greater the volunteer's level of 
commitment is to the organization. The overall average for the &Item OCQ was 47.96 
(range of 8 - 56), and the average item score was 6.0 (scale of 1-7), which is indicative of 
high overall organizational commitment. The highest average item score was 6.48 (range 
1 to 7) for OCQ 6:"Proud to tell others I am part of organization". The explanation by 
Bussell and Forbes (2002) is that for elderly volunteers in particular, their need for . 
visibility or status could be the differentiating factor for an organization's retention of 
volunteers. As such, in their positions of serving the public, Marion County volunteers 
may feel that their affiliation provides them a level of visibility. 
Descriptive analysis of satisfaction. Perceptions of satisfaction among Marion 
County volunteers were very high. The total mean score for the 2-Item Satisfaction Total 
scale were above average at 8.60 (range of 2-10), and the average for the items was 4.3 
(scale range 1-5). The individual item scores were above average with the item, 
Satisfaction 2: "Love volunteer work" scoring the highest with 4.45 (range 1-5). 
Participants also had a higher than average score in their satisfaction with their 
experiences as a Marion County government volunteer (M = 4.15). When answering the 
question, "I love my volunteer work", Marion County volunteers may be expressing their 
satisfaction of "important social and psychological goals" in addition to their altruistic 
motives (Bussell & Forbes, 2002). 
Descriptive analysis of intention to leave. The lower the score in the Intention to 
Leave scale, the lower the volunteer's intention to leave the organization. The 2-Item 
Intention to Leave scale Total score was 3.15, a low number in the range from 2 - 10. 
The highest average score was the Intention 1 item, "Considered leaving" with a mean 
score of 1.58 (range of 1-5). Intention 2, "Will leave in the near future" was slightly 
lower with a score of 1.57. Overall, Marion County government volunteers have a low 
intention to leave their volunteer position. However, there may be reasons that cannot be 
controlled by the organization that will cause volunteers to leave (Bussell & Forbes, 
2002). 
Research Question 2 - Volunteer Characteristics and Differences in Governmental 
Organizational Characteristics 
Research Question 2 examined the differences in governmental organizational 
characteristics, motives for volunteering, organizational commitment, satisfaction and 
intentions to leave according to the characteristics of Marion County volunteers. The 
characteristics included gender and ethnicity, age, marital status, race, employment 
status, experience, frequency of volunteering, educational level, occupation, and index of 
social position. 
There were differences in the responses to the 28-Item VFI Revised Total scale 
according to gender, with males scores (M = 109) significantly higher than females (M = 
96.18). This was also true in the Understanding, Career, and Social subscales. There 
have been conflicting results of studies in the area of gender. While numerous studies 
concurred that females scored higher in VFI functions than males, the research by Penner 
and Finkelstein (1998) found that males rated higher than females in a study of AIDS 
population volunteers. There were no significant differences in the scores for OCQ, 
Satisfactiolz and Intention to Leave scales according to gender. This finding was 
consistent with Mowday's et al. (1979) study of organizational commitment, although 
their data were limited. 
There were differences in the 28-Item VFI Revised Total scale and VFI subscales 
according to age categories, with Career scores higher for those younger than 40 years 
old. This finding is consistent with Clary and Snyder's (1999) study, which found that 
Career is more important to younger respondents than older ones. However, there were 
no significant differences in the subscales of Protective and E~zhancenzent, 
Understanding, Social, and Values, the OCQ, and Satisfaction scales according to age. 
There were significant differences in the VFI subscale of Career according to 
marital status groups, Singles (M = 21.78) scored higher than Widowed (M = 8.57), 
Married (M = 8.81), and Divorced (9.27) volunteers. There were, however, no significant 
differences in the other VFI subscales, OCQ, Satisfactiorz, and Intention to Leave scales 
according to marital status groups. 
There were differences in responses to the 28-Item VFI Total scale according to 
employment status where those working full-time or part-time scored higher than those 
volunteers that were not working. In the Career subscale, volunteers with full-time and 
part-time employment scored higher than those that were not working. These findings 
support the discussion by Bussell and Forbes (2002) of employment status, which 
indicated that part-time workers were more likely to be involved in volunteering. 
The 28-Item VFI Total scale, the VFI subscales, OCQ, Satisfaction, and 
Irztentiorz to Leave according to length of experience of the volunteers did not indicate 
any differences. There were also no differences in the scales according to the frequency 
of volunteering. In comparison according to education, volunteers who were High School 
graduates scored higher in the 28-Itenz VFI Total scale, the Protective and Eizha~zcemeizt 
scale, and the Social subscale. Those with a Professional degree scored higher in the 
Social subscale where both Professionals and High School graduates scored higher than 
volunteers with one to three years college in the Social subscale. 
Volunteers that identified themselves as skilled manual employees scored higher 
in the 28-ltenz VFI Total scale than Higher executives, Business managers, Clerical and 
sales workers, and Administrative personnel. The Skilled manual employees also scored 
higher in the Protective aizd E~zlzaizcemerzt subscale and the Social subscale against 
employees in these same categories. According to ISP, volunteers in the Lower to 
Middle and Low category scored higher than those in the Upper, Upper Middle and 
Middle groups in the 28-Item VFI Total. For the Protective and Enhancement subscale, 
the Lower to Middle and Low category scored higher than Upper, Upper to Middle and 
Middle groups. For the Career subscale and the Social subscale, the Lower to Middle 
and Low category was higher than the Upper to Middle group. The Lower to Middle and 
Low category also scored higher than the Middle group in the Social subscale. 
The greatest numbers of female volunteers were in the Library and Extension 
Services Departments. The Fire Department had the greatest number of male volunteers. 
Most females provided services in citizen contact areas. The majority of females (51.3%) 
were in volunteer roles in support staff positions with direct public contact. 
Research Question 3- Governmerttal Characteristics and Differences in Volunteer 
Characteristics, Motives for Volunteering, Organizational Commitment, Satisfaction, 
and Z~zteittion to Leave 
Research Question 3 examined the differences in the characteristics of Marion 
County volunteers, motives for volunteering, organizational commitment, satisfaction 
and intentions to leave according to governmental organizational characteristics. 
According to departments, volunteers in the Fire Department scored higher in the 28-Item 
VFI Total than those in Extension Services and the Library. The Extension Services 
volunteers scored higher in the Understanding subscale than the Library Department 
volunteers. In the Career subscale, the Fire Department volunteers scored higher than 
Extension Services, Library, and Small Departments. Fire also scored higher in the 
Values subscale than Extension Services. In the Social subscale, the Small Departments 
score higher than Extension Services. According to service type, in the Career subscale, 
Emergency services scored higher than animal contact and natureloutdoors services. The 
volunteer role of emergency services scored higher than support staffldirect public 
contact in the 28-Item VFI Total scale. Emergency services also scored higher than 
support staffldirect public contact, and public information. Clerical scored higher than 
support staffldirect public contact in the Protective and Enhancement subscale. 
Summary Results of Hypotheses Testing 
To test the hypotheses, stepwise (forward) multiple regression was used to find 
the best explanatory model. Based on the order of the strongest Pearson r correlation to 
the weakest, the significant explanatory variables were entered into a regression model 
until the highest explanatory power ( R ~ )  and adjusted R was produced. The explanatory 
variables were eliminated one at a time until there is no significant difference in the r- 
squared (Garson, 2008). The model with the highest R2 and adjusted R2 was selected as 
the best model to explain the independent variable. 
Hypothesis 1 examined the relationship among Marion County government 
volunteers' motives for volunteering and organizational commitment. Hypothesis 2 
examined the relationships among Marion County government volunteers' motives for 
volunteering and satisfaction. Hypothesis 3 examined motives for volunteering and 
intention to leave. Hypothesis 4 examined the relationships among characteristics of 
Marion County's governmental organizations, motives for volunteering, organizational 
commitment, satisfaction, and intention to leave. Table 5-2 summarizes the results of 
testing the research hypotheses and reports the results, percent of variance explained by 
the best explanatory model as presented in Chapter IV. 
Table 5-2 
Research Hypotlzeses, Results, Literature, and Significant Explanatory Variables 
Research Hypotheses Results 
HI: Motives for volunteering are Supported 
significant explanatory variables 
of organizational commitment in 
Marion County governmental 
volunteers. 
H2: Motives for volunteering are Supported 
significant explanatory variables 
of satisfaction in Marion County 
governmental volunteers. 
H3: Motives for volunteering are Supported 
significant explanatory variables 
of intention to leave volunteering 
in Marion County governmental 
organizations. 
H4: Characteristics of Marion Partially 
County volunteers (Age, gender, Supported 
marital status, race, ethuicity, 
employment), governmental 
organizational characteristics 
(Department, service type, 
volunteer role), motives for 
volunteering (values, 
understanding, enhancement, 
career, social, and protective 
functions), organizational 
commitment, and satisfaction, 
Percent of 
Variance 
Explained 
Adjusted 
R2 - R2 
Literature 
Proposition 
confirmed - 
Clary et al. 
(1998) 
Proposition 
confirmed - 
Penner and 
Finkelstein 
(1998) 
Proposition 
confirmed 
Intention - 
Weisburg 
(1 994) 
Proposition 
confirmed - 
Intention - 
Weisburg 
(1994) 
Significant 
Explanatory 
Variables 
VFI 
Understanding, 
VFI Values 
VFI 
Understanding, 
VFI Values 
VFI Social 
VFI Social, 
Age, 
OCQ 
are significant explanatory 
variables of intentions to leave 
volunteering in Marion County 
governmental organizations. 
Hypothesis 1: Motives of Volunteering as Explanatory Variables of Organizational 
Comrnitrnent 
Research Hypothesis 1 tested whether motives for volunteering (protective and 
enhancement, understanding, career, social, and values functions) were significant 
explanatory variables of organizational commitment. Hypothesis 1 was supported. The 
Understanding subscale and the Values subscale explained 12.4% to 13.2% of the 
variation of organizational commitment. 
OCQ has been found to be strongly related to a person's estimates of how long 
they would remain with the organization. Once a person makes the decision to volunteer, 
their "commitment to the organization and the community increase over time" (Fletcher 
& Major, 2004, p. 109). The findings of this study are not new and were expected. The 
study supports the findings of Clary and Snyder (1999) and Omoto and Snyder (1995) of 
a significant relationship between motives for volunteering and organizational 
commitment. Finkelstein et al. (2005) also found a significant relationship between 
longevity and the motivation to learn through new experiences, an item in the 
Understanding subscale. The VFI Values and Understanding subscales were found to be 
significant explanatory variables in this study, which is similar to the most important 
functions reported by respondents in other studies (Clary & Snyder, 1999). If a 
volunteers' satisfaction is associated to receiving functional benefits, it would be logical 
that their intention to continue serving as a volunteer would be linked to their motivations 
(Clary & Snyder, 1999). 
Hypothesis 2: Motives of Volunteering as Explanatory Variables of Satisfaction 
Research Hypothesis 2 tested whether motives of volunteering were significant 
explanatory variables of satisfaction. In Hypothesis 2, three of the five subscales 
(Understanding, Values, and Protective and E~zharzcenzerzt) had significant positive 
relationships with the 2-Item Satisfaction scale. Hypothesis 2 was supported. 
Understanding, Values, and Protective and Enlzancement were significant explanatory 
variables, explaining a range of 15.6 % to 16.4% of the variation of satisfaction. 
The study supported the findings of Clary et al. (1998) who examined the 
relationship among motives and satisfaction where they found "that volunteers whose 
motivational concerns are served by their participation would derive greater satisfaction 
than those whose concerns are not met" (Clary & Snyder, 1999, p.158). Matching the 
volunteer's reason for volunteering could lead to increased satisfaction (Clary et al., 
1998). According to Callow (2004), although the concept of volunteering is considered 
altruistic, many volunteer for egoistic reasons, searching for feeling good about 
themselves, helping others, and enjoying how grateful those being served were for the 
volunteer's service. Volunteers sometimes turn to volunteering to satisfy their feelings of 
solitude (Callow, 2004). This supports the Protective and Erzlzancement function which 
includes, "makes me feel needed", "makes me feel important", and "makes me feel better 
about myself'. This study's findings differed from the study by Nelson et al. (2004), 
which found that all motives were found to be significantly correlated to satisfaction 
while this study did not show a significant correlation between satisfaction and the 
motives of VFI Social and Career. 
Hypothesis 3: Motives of Volunteering as Explanatory Variables of Intention to Leave 
Research Hypothesis 3 tested whether motives of volunteering were significant 
explanatory variables of intention to leave. Hypothesis 3 was supported. Although a low 
explanatory percentage, the Social subscale explained 1.4% to 1.8% of the variation of 
intention to leave. The findings of the study support the findings by Clary et al. (1998) 
who reported higher motives for volunteering were related to stronger intention to 
continue volunteering. Such a finding is not new, since other studies have also found a 
relationship between motives for volunteering and the Social function which include 
items related to friendship (Clary et al., 1998; Omoto & Snyder, 2002). Omoto and 
Snyder's (2002) study found a positive relationship between volunteers and friends where 
within the first three months of the volunteer experience, 81% of the volunteers claimed 
to have at least one friend in the organization and the number increased after six months. 
The Social function emerged as a significant predictor of intention to continue 
volunteering since individuals were more likely to volunteer due to the normative 
influence of family and friends (Clary et al., 1998; Greenslade &White, 2005). 
Hypothesis 4: Characteristics of Marion County Volunteers, Governinental 
Characteristics, Motives of Volunteering, Organizational Commitment, and 
Satisfaction as Explanatory Variables of Intention to Leave 
To test Hypothesis 4, eta correlation analysis, Pearson r correlations, and multiple 
regression analysis (stepwise) were used to examine the relationship among the 
explanatory variable of intention to leave volunteering and volunteer characteristics, 
organizational characteristics of Marion County's government, motives for volunteering, 
organizational commitment, and satisfaction. Hypothesis 4 was partially supported. 
Only characteristics of Marion County volunteers (age), motives for volunteering (VFI 
Social subscale), and organizational commitment were significant explanatory variables, 
explaining a range of 16.3% to 17.5% of the variation of intention to leave. 
The intention to leave is a determinant of subsequent behavior of staying or 
quitting (Steers & Mowday, 1981). In this study, the VFI Social subscale and age were 
significant explanatory variables of intention to leave, which was expected. OCQ was 
inversely significant. This can be explained by the greater an individual's intention to 
leave, the lower the level of their organizational commitment. The findings supported 
Weisberg (1994) study of teachers that showed a relationship among age, tenure, and 
intentions to leave and were found to be consistent with previous studies. The findings 
also supported Greenslade and White's (2005) study of older volunteers that showed the 
Social function to be "a significant predictor of above-average participation in 
volunteerism" (p. 167). However, it is inconsistent with the findings of Clary et al. 
(1998) who found that the Social function was one of the less significant functions in a 
study of elderly volunteers. Clary et al. (1998) study also found that volunteers, whose 
primary motivations were met and satisfied, intended to remain committed as volunteers. 
The study did not find a significant relationship among intention to leave, some motives 
for volunteering (VFI Understanding, Protective and E~zhancement, Career, and Values), 
volunteer characteristics, organizational characteristics of Marion County government, 
and satisfaction. 
Practical Implications 
1. This study has practical implications for organizational recruitment and retention 
of volunteers. Development of a volunteer profile and matching volunteers to 
their respective area of interest is a key element of a volunteer recruitment 
strategy (Sttingas & Jackson, 2003). The intention to leave of Marion County 
volunteers was very low which is indicative of their continued commitment and 
appropriate matching of their personal interests to volunteering. 
2. Marion County government volunteers have a high level of volunteer satisfaction 
and organizational commitment. "Organizations are faced with the tasks of 
recruiting volunteers, promoting satisfying experiences for their volunteers, and 
fostering longer term commitments to volunteer service" (Clary et al., 1998). 
Government organizations should ensure that the satisfaction of volunteers remain 
high for continued commitment. 
3. More females volunteered than males, however, in areas that are stereotypically 
male, males were more predominant (i.e., Fire). Fletcher and Major's (2004) 
suggest that the relative importance placed on motives by either sex is similar and 
that the same methods may be utilized to recruit volunteers from either gender. 
Gender specific outreach should be considered to encourage volunteer 
participation in non stereotype roles; i.e., encourage more females to volunteer as 
Volunteer Firefighters. 
4. Volunteering for a government agency provides volunteers, particularly the 
elderly, an opportunity for visibility and status within a government department. 
This could be a factor in the organization's retention of volunteers. 
5. Since the average age for Marion County government volunteers was 65 years, 
recruitment of volunteers may be targeted at younger individuals who are not yet 
of retirement age to continuously develop a pool of future volunteers. 
Conclusions 
1. Hypotheses 1, 2 and 3 were supported. Motives for volunteering (VFI 
Understanding and Values) are significant explanatory variables of organizational 
commitment. 
2. Motives for volunteering ( V H  Understanding, Values, and Protective arzd 
Erzharzcement) are significant explanatory variables of satisfaction. 
3. Motives for volunteering (VFI Social) are significant explanatory variables of 
intention to leave in Marion County government volunteers. 
4. Hypothesis 4 was partially supported. Characteristics of volunteers (age), motives 
for volunteering (VFZ Social), and organizational commitment are significant 
explanatory variables of intentions to leave volunteering in Marion County 
government. 
5. Results from this study supported relationships involving satisfaction, 
organizational commitment and intention to leave. 
6. The theoretical framework of this study was only partially confirmed because 
governmental organizational characteristics and satisfaction were not significant 
explanatory variables for Hypothesis 4. 
7. The revised 28-Ztenz Volunteer Functioizs Inventory Scale is a multi-dimensional 
scale that was shown to be reliable and valid. Internal consistency reliability was 
estimated with good results. 
8. The 8-Item OCQ scale is a unidimensional scale with good factor loadings that 
was shown to be reliable and valid. 
9. The 2-Item Satisfactiorz scale is a unidimensional scale with acceptable factor 
loadings and satisfactory reliability. 
10. The 2-Item Intention to Leave scale is a unidimensional scale that was shown to 
be reliable and valid. Internal consistency reliability was estimated with 
satisfactory results. 
11. Of the four scales used in this study, the 28-Item Volunteer Fu~zctions Ii~verztory 
Revised Total scale had the highest internal consistency reliability. The 28-Item 
VFI Revised Total coefficient alpha was the highest (a =.922), followed by the 8- 
Item OCQ (a  = .838), 2- Item Intention to Leave scale (a = .809), and 2-ltern 
Satisfactiolz scale (a  = .66 1). 
12. Although the 30-item Volurzteer Functiorzs Irzventory (VFI) has been utilized in 
diverse samples with a six-factor structure, in this study the VFI loaded into a 
five-factor structure with only 28 items. 
13. The high ratings of volunteers for motives for volunteering, particularly in the 
areas of VFI Understanding and Protective and Enhancement, could be indicative 
of the benefits that they perceive to be receiving from the organization and may 
be related to their organizational commitment and intention to leave. Such 
benefits were related to the respondent's scores in questions related to feeling less 
lonely, working through personal problems, increasing self esteem, feeling 
needed, learning through hands on experience, and making friends. 
14. According to volunteer characteristics, most Marion County volunteers were 
female, white, not working, married, with a college to professional graduate 
degree, volunteered at an average of four days per month, with an average 
experience of five years as a volunteer, and an average of 65 years of age. 
15. According to governmental organizational characteristics, the Library had the 
greatest number of volunteers followed by Extension Services. The majority of 
volunteers described the nature of their work as dealing with citizen contact and 
providing community service. A large percentage viewed their role as that of 
support staff providing a public service with direct public contact. 
Limitations 
1. Non-experimental designs have lower internal validity than experimental designs. 
2. The sample was self-selected and therefore, selection bias exists. 
3. The data-producing sample could be generalized across departments in Marion 
County government; however, the findings could not be generalized to all age 
groups. Most of the volunteers were over 61 years of age (72.4%), White (97.8%) 
and non-Hispanic (98.7%). The homogeneity of the sample limits the 
generalizability. 
4. The study was limited to Marion County, Florida government volunteers. 
Therefore, it is unknown if the motives of volunteers from other county 
governmental areas of the country would be similar or different. 
5. The study was limited to the people that were present when the data were 
collected. 
6. Due to the time constraints for completion of the study, data collection did not 
include seasonal volunteers. 
Recommendations for Future Study 
1. Based on the interpretations and conclusions of this study, future studies are 
recommended to explain the relationships among volunteer motives, 
organizational commitment, satisfaction, and intention to leave for government 
volunteers in other jurisdictions. 
2. Due to the homogeneity of the Marion County volunteers, a broader scale survey 
of governmental volunteers in different counties and states should be conducted to 
allow generalizability of the study's findings to a larger population. 
3. A comparative study of other community volunteers in the same geographic area 
of Marion County could be conducted to compare motives of government 
volunteers with those volunteering in private organizations, local hospitals, non- 
governmental community organizations, and religious organizations. \ 
4. Due to the time constraints of this study, a prospective longitudinal study should 
be designed to compare changes in motivation, satisfaction, organizational 
commitment and intention to leave over a period of time. 
5 .  The Orgarzizational Commitment Questionrzaire (OCQ) contained six negatively 
phrased questions which were reverse scored and this may have caused some 
questions and confusions. A recommendation for future study would be to 
modify the Questionnaire so that questions are positively phrased. 
6. Since EFA loadings in this study were consistent with two studies of Clary et al. 
(1998) where Item 29 from the original Enhancement subscale loaded on the 
Unclerstanding subscale, as well as consistent with Greenslade and White's 
(2005) study that revealed five factors, with Enhancement split between 
Protective and Understanding, further testing of the VFI utilizing exploratory 
factor analysis should be conducted to examine the internal reliability of the VFI. 
7. Further psychometric evaluation of all scales used in the study should be 
conducted to examine the dimensionality of the scales. 
8. Future mixed method studies could combine interviews with the survey, which 
would allow more open-ended responses from the participants. This would 
capture an expanded view of motives for volunteering. 
This study sought to contribute to the literature on the relationship between 
volunteer characteristics, governmental organization characteristics, motives for 
volunteering, satisfaction, organizational commitment, and intention to leave 
volunteering. Chapter V discussed the summary and interpretations, practical 
implications of the results of this study, conclusions, limitations, and recommendations 
for future studies. 
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Appendix A 
Survey Instruments 
Part 1: Volunteer Characteristics 
Part 2: Governmental Organization Characteristics 
Part 3: Volunteer Functions Inventory 
Part 4: Satisfaction 
Part 5: Organizational Commitment 
Part 6: Intention to Leave 
I Part 1 : Volunteer Characteristics 1 11 Instructions: Please f i l l  in the blanks or select the response that best I I
describes you by checking one item for each category. 11 
1 .  Age in years: 
2. Gender: 
1 17 Male 
2 Female 
3. Marital Status: 
1. Married 
2. Single, Never Married 
3. Divorced or Separated 
4. Widow or Widower 
4. Race: (Select the primary race you consider yourself to be) 
1 White 
2 Black or African American 
3 American Indian or Alaska Native 
4 Asian 
5 Native Hawaiian or Pacific Islander 
5. Ethnicity: 
I Not Hispanic or Latino 
2 Hispanic or Latino 
6. Employment Status: 
1 Currently not working 
2 Currently employed (Part-time) 
3 Currently employed (Full-time) 
7. Volunteer Experience: Number of "months" in this organization: 
8. Volunteer Frequency 
1 17 1 day per month 
2 17 2 days per month 
3 3 days per month 
4 4 days per month 
5 5 days or more per month 
9. Index of Social Position: 
Highest Education Level Achieved: 
1 Professional (MA, MS, ME, MD, PhD, LLD and the like) 
2 17 Four-year college graduate (BA, BS, BM) 
3 One to three years college (Also business school) 
4 High School graduate 
5 17 Ten to eleven years of school (part high school) 
6 Seven to nine years of school 
7 Less than seven years of school 
10. Index of Social Position: 
Occupational Scale (Indicate highest occupational position achieved): 
1 Higher executives of large concerns, proprietors, and major professionals 
2 Business managers, proprietors of medium-sized businesses, and lesser 
professionals 
3 Administrative personnel, owners of small businesses, and minor 
professionals 
4 Clerical and sales workers, technicians, and owners of little businesses 
5 Skilled manual employees 
6 Machine operators and semiskilled employees 
7 Unskilled employees 
Note. From Haizdbook of Researclz Design and Social Measurerlzent (p. 469), by Miller and Salkind, 2002, 
Thousand Oaks, London: Sage Publication. Copyright 2002 by Sage Publication Inc. Used with permission 
from Copyright.com. 
1 Part 2: Governmental Organization Characteristics I 11 Instructions: Please select the response that best describes you by checking 11 I - one item for each category. I 
1. Department: 
1 Animal Services 
2 Extension Services 
3 Fire 
4 Library 
5 Parks 
6 Veteran's Services 
2. Type of service: 
1 Animal Contact 
2 Citizen Contact/Community Service 
3 Emergency 
4 Nature/Outdoors 
3. Role of volunteer: 
1 Clerical duties, office-related support with little or no public contact 
2 Support staff role, providing public service with direct public contact 
3 Support staff responding to emergency incidents 
4 Providing public information, assisting at special events 
5 Performing maintenance-related functions 
Part 3: Motives for Volunteering - Volunteer Functions Inventory I 
Instructions: Using the scale below, please check one response for each 
statement to indicate how im~ortant  or accurate each of the following, reasons 
-11 for volunteerins are for you in  doing volunteer work. I 
Note. From "Understanding and assessing the motivations ol'volunteers: a functional approach" by E. G. 
- - . . 
Clary, M. Snyder, R. D. Ridge, I. Copeland, A. A. Stukas, I. Haugen, et al., 1998. Journal of Personality 
and Social Psychology, 74(6), 1516-1530. Reprinted with permission of the first author. 
less fortunate than myself. 
terest in community 
hat might help my business 
12 
l3 
14 
relieves me of some of the 
guilt over being more 
fortunate than others. 
I can learn more about the 
cause for which I am 
working. 
Volunteering increases my 
self-esteem. 
Volunteering allows me to 
gain a new perspective on 
things. 
q 
q 
q 
0 ~ 0 0 ~  
0 0 0 0 0  
O O I 7 0 0  
~ ~ ~ 0 0  
q 
q 
- 
q 
Extremelv I Not at all I 
important/ 
Accurate 
important/ 
Accurate 
7 1 2 
Volunteering allows me to I I 
- 
explore different career 
options. 
I feel compassion towards 
people in need. 
Others with whom I am 
close place a high value on 
community service. 
Volunteering lets me learn 
- 
things through direct, hands- 17 
on experience. 
I feel it is important to help 
others. • • 
Vo1unteerin.q helps me work 
- .  
through my own personal 
problems. 
17 
Volunteering will help me 
to succeed in my chosen 
profession. 
I can do something for a 
cause that is important to 
me. 
17 
Volunteering is an 
- 
important activity to the 
people I know best. 
Volunteering is a good 
- - 
escape from my own 
troubles. 
I can learn how to deal with 
a variety of people. 
Volunteering makes me feel 
needed. 
Volunteering makes me feel 
better about myself. 
Volunteering experience 
will look good on my 
resume. 
Volunteering is a way to 
make new friends. 1 1 
I can explore my own 
strengths. 
Part 4: Satisfaction 
Instructions: PLease choose the category for each question that best describes 
you by checking one response for each statement. 
Note. From "Dispositional and structural determinants of volunteerism". Jolirriul o f  Persorinliry nr~d Social 
Psjchology, 74, 525-537, by L. A. Penner and M. A. Finkelstein, 1998. Adapted with permission of the 
lirst author. 
Satisfaction: 
1 
volunteer. 
I love my volunteer 
work. 
I much more. 
3 
I am satisfied with my 
experiences as a Marion 
County government 
17 
Compared to other 
volunteers I know, I 
enjoy my volunteer work 
Strongly 
Disagree 
1 
17 
0 
• 
Disagree 
2 
• 
• 
• 
Neutral/ 
No 
Opinion 
3 
17 
• 
• 
Agree 
4 
17 
Strongly 
Agree 
5 
• 
Part 5: Organizational Commitment Questionnaire 
Instructions: Listed below are a series of statements that represent possible 
feelings that individuals might have about the organization for which they work 
(or volunteer). With respect to your own feelings about the particular 
organization for which you are now workinglvolunteering, please indicate the 
degree of your agreement or disagreement with each statement by checking one 
resDonse for each statement below. 
Porter, 1979. Jounial of Vocutior~ul Behavior; 14, 224-247. Reprinted with permission of the second 
author. 
1 
2 
3 
4 
5 
6 
7 
Organizational 
I am willing to put in 
a great deal of effort 
beyond that normally 
expected in order to 
help this organization 
be successful. 
I talk up this 
organization to my 
friends as a great 
organization to work 
for. 
I feel very little 
loyalty to this 
organization. 
I would accept almost 
any type of job 
assignment, in order 
to keep working for 
this organization. 
I find my values and 
the organization's 
values are very 
similar. 
I am proud to tell 
others that I am part 
of this organization. 
I could just as well be 
working for a 
different organization 
as long as the type of 
work was similar. 
commitment: 
Strongly 
Disagree 
1 
Moderately 
Disagree 
2 
Slightly 
Disagree 
3 
Neither 
disagree 
nor 
agree 
4 
Slightly 
Agree 
5 
Moderately 
Agree 
6 
Strongly 
Agree 
7 
I7 
8 
9 
10 
11 
sticking with this 
This organization 
really inspires the 
very best in me in the 
way of job 
performance. 
It would take very 
little change in my 
present circumstances 
to cause me to leave 
this organization. 
I am extremely glad 
that I chose this 
organization to work 
for (volunteer for) 
over others I was 
considering at the 
time I joined. 
There's not too much 
to be gained by 
Strongly 
Disagree 
1 
Moderately 
Disagree 
2 
Slightly 
Disagree 
3 
Neither 
disagree 
nor 
agree 
4 
Slightly 
Agree 
5 
Moderately 
Agree 
6 
Strongly 
Agree 
7 
1 Part 6: Intention to Leave I I Instructions: Please choose the category for each question that best describes your intentions to Leave your volunteer commitment by checking one response 11 
Journal of Manpower, 15(1) 4-14. Used with permission of the author. 
Intention to leave: 
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Appendix C 
Permission Letter from Marion County 
November 8,2007 
Mrs. Gisela Salas 
Dear Mrs. Salas, 
You have my permission to survey Marion County Government volunteers in the 
Animal Center, Fire, County Extension, Libraries, Parks and Veteran Services 
Departments for your Dissertation study about volunteer functions (motivations), 
satisfaction, organizational commitment, and intention to leave. Please 
coordinate with the respective Department Directors to make appropriate 
arrangement for conducting the survey questionnaires. 
I look forward to reviewing the survey results. Best wishes as you proceed in 
your educational endeavors. 
Sincerely 
Pdrick G. Howard 
County Administrator 
Appendix D 
Authorization for Voluntary Consent 
Lynn Univcrsity 
THIS DOCUMENT SHALL ONLY BE CSED TO PROVIDE AUTHORIZATION 
FOR VOLUNTARY CONSENT 
PROJECT TITLE: Volunteer Functions, Satisfaction, Commitment. and Intention t o  
Lcave Government Volunteering 
Project IRB Number: 2009 -- DDQ 
Lynn University 3601 N. Military Trail, Boca Raton, Florida 33431 
1, Gisela Salas, am a doctoral student at Lynn University. I am studying Global Leadership, with 
a specialization in Corporate and Organizational Management. One of my degree requircments is 
to conduct a research study. 
DIRECTIONS FOR THE PARTICIPANT: 
You are being asked to participate in my research study. Please read this carefully. This form 
provides you with information about the study. The Principal Investigator (Gisela Salas) will 
answer all of your questions. Ask questions about anything you don't understand before deciding 
whether or not to participate. You are ficc to ask questions at any time before, during, or after 
your participation in this study. Your participation is entirely voluntary and you can refuse to 
participate without penalty or loss of benefits to which you are otherwise entitled. You must 
acknowledge that you are at least 18 years of age, and that you do not have medical problems or 
language or educational barriers that precludes understanding of explanations contained in this 
authorization for voluntary consent. 
PURPOSE OF THIS RESEARCH STUDY: The study is about volunteer motivation, 
satisfaction, organizational commitment, and intention to leave. There will be approximately 500 
people invited to participate in this study which include Marion County, Florida, active 
government volunteers during Spring and Summer 2008. These volunteers include those active 
with Animal Services, Extension Services, Fire, Library, Parks and Veteran Services 
Departments. 
PROCEDURES: 
If you agree to participate after reading this consent form you may proceed to answer the survey 
provided in this package. You will complete a survey that contains 6 parts with a total of 64 
items. The survey should take no longer than 15 minutes to complete. After completion of the 
survcy, please deposit into the data collection box through the slit at the top. 
POSSIBLE RTSKS OR DISCOMFORT: This study involves minimal risk. You may find that 
some of the questions are sensitive in nature. In addition, participation in this study requires a 
minimal amount of your time and effort. 
POSSIBLE BENEFITS: There may be no direct benetit to you in participating in this research. 
But knowledge may be gained which may help in further development of volunteer programs in 
Marion County government as well as other volunteer programs. 
FINANCIAL CONSIDERATIONS: There is no financial compensation for your participation 
in this research. There are no costs to you as a result ofyour participation in this study. 
Institutional Review Board for the Protection of Human Subjects 
Lynn University 
3601 N. Military Trail Boca Raton, Florida 3343 1 
ANONYMITY: 
Surveys will be anonymous. You will not be identified and data will be reported as "group" responses. 
Participation in this survey is voluntary and return of the completed survey will constitute your informed 
consent to participate. 
The results of this study may be published in a dissertation, scientific journals or presented at professional 
meetings. In addition, your individual privacy will be maintained in all publications or presentations 
resulting from this study. 
All the data gatliered during this study, which were previously described, will be kept strictly confidential 
by the researcher. Study data will be stored electronically in thc rcsearcher's personal computer with 
security (requiring a password and identification) for a period of five years, after whicl~ time they will be 
deleted. Data will be stored in locked files and destroyed at the end of the rescarch. All information will 
be held in strict co~~fidcnce and will not be disclosed unless required by law or regulation. 
RIGHT TO WITHDRAW: You are free to choose whether or not to participate in this study. There 
will be no penalty or loss of benefits to which you are otherwise entitled if you choose not to participate. 
CONTACTS FOR QUESTIONSIACCESS TO CONSENT FORM: Any further questions you have 
about this study or your participation in it, either now or any time in the future, will be answered by 
Gisela Salas, (Principal Investigator) who (nay be reached at:  or email at 
 or m and Dr. Joan Scialli, faculty advisor who may be 
reached at: . For any questions regarding your rights as a research subject, you may call 
Dr. Farmand,  Chair of the Lynn University Instittdional Review Board for the Protection of Human 
Subjects, at  If any problems arise as a result of your participation in this study, please 
call the Principal Investigator (Giseia Salas) and the faculty advisor (Dr. Scialli) immediately. 
Please keep this consent form. 
INVESTIGATOR'S AFFLDAVIT: 
I hereby certi@ that a written explanation of the nature of the above projcct has been provided to the 
person participating in this project. A copy of the written documentation provided is attached hereto. By 
the person's consetlt to voluntary participate in this study, the person has represented that helshe is at least 
18 years of age, and that helshe does not have a medical problem or language or educational banier that 
precludes hislher understanding of my cxplat~ation. Therefore, I hereby certify that to the bcst of my 
knowledge the person participating in this project understands clearly the nature, demands, benefits, and 
risks i n v o y i s l h e r  articipation. 
Date of IRB Approval: o& /oq/8g 
Tnstihltional Review Board for the Protection of Human Subjects
Lynn Uni~ersity 
3601 N. Military Tmil Ruca Raton, Florida 33431 
Appendix E 
Lynn University IRB Approval Letter 
Lynn University 
Principal Investigator: Gisela Salas 
Project Title: Volunteer Functions, Satisfaction, Commitment, and Intention to Leave 
Government Volunteering 
IRB Project Number: 2008-008 Request for Expedited Review of Application and Research 
Protocol for a New Project 
IRB Action by the IRB Chair or Another Member o r  Members Designed by the Chair: 
Expedited Review of Application and Research Protocol and Request for Expedited Review 
(FORM 3): Approved X Approved; w/provision(s) A 
COMMENTS: 
Consent Required: No Yes X Not Applicable Written 2 Signed; 
Consent forms must bear the research protocol expiration date of 04/09/09 . 
Application to ContinueRenew is due: 
1) For an Expedited IRB Review, one month prior to the due date for renewal X . 
2) Other: 
Name of IRB Chair: Farideh Farazmand 
Signature oflRB CbaY Date: 04/09/08 
Cc. Dr. Scialli 
Institutional Review Board for the Protection of Human Subjects 
Lynn University 
3601 N. Military Trail Boca Raton, Florida 3343 1 

